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AGENCY WORKFORCE PLANNING SURVEY

February 15, 2000
This report reflects responses from 68 state entities. Responses from the technical colleges were consolidated and treated as a response from one entity for use in this analysis. 

For the questions that required respondents to rank order their responses, we allocated point values, counting the first-place response as three times more important than the third-place response. After all answers were consolidated, we assigned a value of 100 to the response that received the most points and scaled the other responses accordingly.

For those questions that asked for multiple responses and did not require prioritization, we have summed the responses and reported the total number of each. In cases where the accompanying charts could not include all of the responses, we have included representative response examples.

Questions and Responses from the

Agency Workforce Planning Survey
1.
Starting with the most significant, please list in order the three top obstacles your agency faces when attempting to recruit qualified candidates. (If the obstacle is position-specific, please list the position also.)
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 (Note: Compensation-related issues were cited first by 38 agencies, second by 18 agencies, and third by 6 agencies.)

Examples of respondent terms grouped under compensation-related issues:

Competition with private sector

Convincing qualified applicants of the value of a public career in lieu of a more 

lucrative private sector position with higher starting salary

Inability to offer a competitive benefits plan such as work/life practices 

(telecommuting, flexible hours, child care)

Matching salary requirements and maintain equity in internal salary structure when 

filling a position requiring a special combination of education, training, and 

experience

Examples of respondent terms grouped under lack of fully qualified candidates:

Attracting applicants with degrees who have mainframe and microcomputer experience

Finding candidates whose previous work history is stable

Generally in-state candidates do not have the breadth of experience we are seeking in 

this kind of position

Lack of experience in the Medical Malpractice Field

Lack of qualified candidates

Lack of relevant experience

Lack of underwriting experience

Shortage of all nursing personnel

Example of respondent terms grouped under lack of career growth opportunities:

Lack of established career growth opportunities

Lack of promotional opportunities

Perception of low opportunity for advancement /salary increase

Very limited advancement opportunities

Examples of respondent terms grouped under image of government employment:

Bad agency image

Perception of State jobs as less challenging, innovative, and more restrictive in

 Opportunities and rewards

State Employee Image

The “Government Image”, negative

[image: image2.wmf]Occupational Areas Most Likely To Be Affected by Recruiting Obstacles

0

20

40

60

80

100

120

Fiscal Services

Information

Technology

Health Services

Human Services

Law

Enforcement

Trade Services

Education

Weighted Responses


(Note: Fiscal services was listed as most affected by 7 agencies, second most affected by 8 agencies, and third most affected by 5 agencies. Information technology was listed as most affected by 8 agencies, second most affected by 6 agencies, and third most affected by 6 agencies.)

2.
Starting with the most significant, please list in order the top three factors which make retention of outstanding performers difficult for your agency.
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(Note: Compensation-related issues were cited first by 44 agencies, second by 22 agencies, and third by 11 agencies.)

3.
For FY98-99,

(a) How many position offers did your agency make to employees of your agency?


(b) How many of your offers to these internal candidates were accepted?


(c) How many position offers did your agency make to State Government employees in positions outside your agency?


(d) How many of your offers to State Government candidates from outside your agency were accepted?


(e) How many position offers did your agency make to candidates who were not employed by State Government?


(f) How many of your offers to non-State Government candidates were accepted?


The average offer acceptance rates shown below are computed by consolidating the answers from the 64 agencies responding to these questions. 

Percentage of position offers to agency internal candidates that were accepted.
92%

Percentage of position offers to State Government candidates from external agencies that were accepted.
93%

Percentage of offers to non-State Government candidates which were accepted.
89%

4.
For FY98-99, what was the average employee recruitment cost in your agency? (among the factors to consider are advertising expense, travel expense, management time involvement, clerical time)

The responses to this question are of such a varied nature that computing a meaningful state wide average is impossible. Average employee recruitment cost at the 51 agencies responding to this question ranged from zero to almost $40,000.

5.
For FY98-99, what was the average time required to fill an existing position (with no change in the position description) starting from the time the position was posted until the time the offer was made? 
The 63 agencies responding to this question report an average time to fill of 49 days. The shortest length of time given is 5 days; the longest length of time is 180 days. 

6a.
For your agency during FY98-99, please estimate the percentage of new hires who met the minimum requirements but did not meet the preferred qualifications.      

While all new hires either meet the minimum requirements or are granted an equivalency, the 47 agencies responding to this question report that, on average, 42% of new hires did not meet the preferred qualifications. Individual agency responses vary from 0% to 100%.

6b.
If some of your new hires did not meet the preferred qualifications, please tell us what preferred qualifications those new hires lacked.
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7.
For your agency during FY98-99, what additional skills would you have liked your current employees to have?


[image: image5.wmf]Desired Additional Skills for Current Employees

(62 agencies responding - multiple responses from each agency allowed)

0

5

10

15

20

25

30

35

40

45

Better computer

skills

More job

content

experience

Management

and supervisory

skills

Stronger

communication

skills

Team skills 

Stronger

customer

relations skills

Interpersonal

skills

Number of Responses


8.
If you have experienced critical shortages in state classes during FY98-99, please list each of these state classes below.
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9.
If you expect critical shortages in any state classes during the next three years, please list each of these state classes below. 
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10a.
If you anticipate that some state classes will no longer be required in your agency three years from now, please list those state classes below.

Twelve of the fourteen agencies responding state that an Administrative or Clerical Specialist state class will no longer be required three years from now. No other significant groupings of state classes appear in the responses.

10b.
If you anticipate that, within the next three years, your agency will use additional existing state classes which you are not now using, please list those state classes below. 
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11.
If you anticipate that entirely new state classes, which do not currently exist, will be required in your agency within the next three years, please describe the requisite knowledge, skills and abilities (KSAs) that differentiate these positions from existing ones.

The 17 agencies responding to this question suggested the following new classes:

Financial Aid Counselor

I would like to see a consolidation of Administrative Services positions

A consolidation of those classes in information technology

Director of Transition and Career Placement

Retail sales staff -- for store operations and theater

Mid-level managers in administrative series

Paralegal

Webmaster (2 years of experience minimum)

Website Developer

Web development skills, digital television technical competence, e-commerce skills,

sales and marketing skills 

Certified Network Engineer/Administrator (Novell or Microsoft)

Will depend on the databases and computer systems in use in three years in addition to 

the explosion of information technology

Sewing machine operation, garment assembly, production/research skills

RN III – BA degree required – specialized practice

Marketing Specialist

Technical operators -- for a large format screen theater and for planetarium equipment

Horticulturist - High school diploma and two years of horticulture experience.

Rehabilitative Services

Distance learning

IT - KSA's unknown

Financial Aid Counselor

Software Technician

IT trainer

12a.
From a recruitment perspective, what are the three most difficult positions to fill in your agency? Why are these positions hard to fill? 
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The responding agencies report that these positions are hard to fill because of compensation-related issues and because there is a lack of qualified candidates.

12b. What could your agency do internally to make the hiring process for these hard-to-fill positions less difficult?
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12c.
What could OHR do to support your recruiting and hiring efforts for these positions?
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13.
In order of importance, please list the specific position(s) (for example, administrative assistant for the agency director, information technology department manager, business manager) where a vacancy would hurt your operation the most.
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(Note: IT was cited first by 16 agencies, second by 15 agencies, and third by 12 agencies.)

14.
Please describe your agency’s succession planning practices. 
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15a.
Please list any innovative practices that you use to manage retention.
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15b.
What could be done within your agency to help you retain desirable employees?
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15c.
What services could OHR provide to help your agency retain desirable employees?
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16.
Workforce planning is the process by which an organization’s future human resources needs are assessed so that a strategic plan for workforce development may be constructed. Please describe your agency’s workforce planning efforts.

The 49 agencies responding to this question report the following workforce planning efforts:

A workforce development committee is working to improve the work environment at

each of the four regional facilities

AA/EEO & gender equity analysis

Anticipate long-term growth of organization

Each  VP/Administrative Officer is presently attempting to assess anticipated needs for 

a more proactive approach

Assessment of staff needs; tailoring training programs to address needs in order to 

prepare for the future

We are still determining our programmatic activities and staffing needs; as we obtain 

additional grants to support program needs, we will be in a better position to do 

long term workforce planning and to develop a strategic plan to manage human 

resources

Continue partnerships with historically minority-based institutions of higher learning to 

recruit qualified applicants

Cross training (4 responses)

Cross-training of employees and utilization of the team approach permits our office to 


promote from within, thereby recruiting for entry level employees where the pool 


of applicants is larger  

Provide pertinent continuing education workshops/seminars.

Currently assessing current workforce against changes brought about by digital 


conversion of our systems/providing training and assessment of resource needs in 


light of these changes 

Integrating budget assessment  into future resource allocations

Currently developing a process for workforce planning and development

Customer appreciation

Customer expectation analysis

Customer Service surveys

Develop a plan to ensure that employee salaries are competitive to recruit and retain qualified employees -- plan should contain data supporting the prioritized salary needs of the agency

Developed key productivity/efficiency/quality measures based on agency mission

Due to the fluid nature of administrative turnover, workforce planning is done at a 


minimal level

Employee empowerment

Employee satisfaction survey

Examine all policies to ensure that they encourage and promote the recruitment and promotion of qualified minority employees

Exit interview management reports

Hiring multi skilled employees

Identification of career progression opportunities and employees who have potential to move through the career paths/ranks within the organization

Identify the potential of junior staff for upper management positions.  Cultivate through 


training and exposure to management.  Involvement in quality improvement and 


Process Improvement Teams

In planning stage (2 responses)

Incorporated in Strategic Plan

Instituted an assessment program to determine the Department’s workforce needs

Integral part of the day to day management planning

Internal and external communications

Leadership training - as needed

Limited Funding has restricted this Activity in the Past.  However, the Commission  Provided Instruction in All Aspects of  PC Software Applications to its Employees in FY 99

Maintain organizational charts and review organization structure with attrition

Management Survey about workplace policies

Monitoring work processes, performing job assessments, case loads, etc. to determine actual staffing needs

Most positions that are currently being filled are replacement positions. In the 


foreseeable future, We do not anticipate increasing our FTE

No formal plan (3 responses)

On the job training (predominantly voluntary)

Plan for staffing needs, training and development re-evaluated each year

Planning for future special need student population with regard to education and independent living skills

Position descriptions monitored to ensure accuracy of job duties

Process and systems reviews

Professional development

Monitor agency funding

Project position needs

Promoting internally

Provide training opportunity funds, including tuition assistance

Redesign the employee hiring process to better meet the needs of the divisions and to process  applicants in a timely manner

Regular assessment of workload to ensure proper numbers of FTE

Resource development

Restructuring plans

Review employee performance against agency standards (developed individual employee 


training plan based on this review)

Review employee production comparatively to other geographic areas

Review employee to population data

Review positions with training

Seminars or course offerings

Staff with future management potential are needed

Staffing needs regularly reviewed

Strategic plan is in process (4 responses)

The goals and objectives which are outlined for each department in the university's strategic plan include projections for necessary resources, including human resources

The agency turnover rate has been well below the state average for the past five years.  We actively recruit the top students from Clemson, Georgia, NC State, and VPI.  We have excellent training, as well as, many other opportunities for personal and professional development

This is a small agency.  Each position is unique.  The Agency Director and Deputy Director regularly evaluate future needs of the agency based on the status of current personnel.  As future human resources needs arise, each replacement will be handled on a position-by-position basis.  The projected future needs of the agency will be evaluated at that time and replacements will meet the projected future needs of the agency

Track and project retirement

We are currently planning for growth in one specific area of our agency functions and are developing job descriptions and determining salary ranges (bands) to propose for approval

We are developing career paths and better pay opportunities for hard to recruit positions

We have no formal strategic plan (3 responses)

Workforce planning is a part of our overall strategic planning efforts (3 responses)

Workforce planning is at a minimum level

17.
Please list, in order of importance, up to five (5) of the qualities that you believe we should be seeking in people who work for State Government, regardless of the position classification for which the person is hired. (You should assume that the person possesses the requisite KSAs for the state class).
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(Note: Integrity was cited first by 6 agencies, second by 8 agencies, third by 6 agencies, fourth by 7 agencies, and fifth by one agency.)

18.
Please describe the impact any of your geographic locations has on recruitment and retention in your agency.
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19a.
List the methods your agency uses to ensure that the importance and value of a diverse workforce are incorporated into selection decisions. Please describe any methods that are innovative, particularly effective, or both.

The 52 agencies responding to this question describe the following diversity initiatives which they consider innovative, particularly effective, or both:

Agency makes sure candidate pool is diverse. all agency employees involved in


 interview process 

All recruiting files and hire requests are subject to review by the Director of Affirmative 


Action, Equal Opportunity and Diversity  

We regularly distribute our job vacancy announcements to locations that specifically 


target women and minorities in an effort to increase awareness and to create


 more diverse applicant pools

Always require that at least one member of selection committees for positions in Band 


04 and above be a minority  

Submit vacancy notices widely not just on the web but use minority publications as well.

Communication of vacancies to several helping agencies

Discuss with hiring official prior to selection of candidate

Diversity is Stressed in the Hiring Process

Increased recruiting effort at historically black colleges and universities

Periodic analysis of work force by race and gender to Deputy Directors and Board

Presidential establishment of a Black Faculty-Staff Commission for the purpose of 


assessment, policy recommendations, and proactive initiatives

Selection committee is diverse

State web page advertising

Team Recruitment Approach - diversified recruitment team

The hiring process is monitored at the highest levels within the institution.  All 


management/supervisory employees are evaluated on promoting equal

 
opportunity  

We actively recruit minority candidates using routine, traditional methods

19b.
If you have difficulty implementing any of the methods listed in 19a, please tell us which method and explain what the difficulty is.

The 16 agencies responding to this question describe the following difficulties implementing their diversity initiatives:
Analysis of applicant data

Low salaries and perceived additional benefits in working in academic community (more flexibility) and K-12 environment (extended summer vacation)

Need more money for recruitment tools such as cd-rom/laptops/ recruitment premiums/advertising dollars

SHAC statistics are somewhat outdated. SHAC role should be expanded and utilize an up to date process for providing information

Small number of applicants even after extensive recruiting

Human resources continuously works with managers and supervisors of hiring practices and recommends appropriate actions. We are currently working on developing a matrix that will assist supervisors/managers in making these types of decisions

This requires ongoing review and recommendations

We have difficulty attracting qualified minority and female applicants for our experienced economic development positions because few currently work in the field. When we find a good candidate, we hire them in jobs that do not require experience and train

We have problems getting applications from white males and females

Our three most difficult challenges are finding qualified black males and black females for specialized positions.  Finding females for traditionally male positions

Size of institution and location make it difficult to compete for minority candidates

Anachronistic Attitudes among Certain Staff  Members

Office of Human Resources

WORKFORCE PLANNING SURVEY

Participating Agencies

Agency responses included in current Workforce Planning Survey Report:

D17
Governor's Office

E04
Office of Lt. Governor

E08
Secretary of State

E12
Office of the Comptroller General

E16
State Treasurer's Office

E20
Office of the Attorney General

E22
Office of Appellate Defense 

E24
Office of the Adjutant General 

E28
State Election Commission

F05
Budget and Control Board

F27
Office of the State Auditor

H03
Commission on Higher Education

H06
Higher Education Tuition Grants

H09
Citadel

H6*
Consolidated Technical College Response

H12
Clemson

H15
College of Charleston

H17
Coastal Carolina

H18
Francis Marion

H21
Lander

H24
South Carolina State University

H27
University of South Carolina

H47
Winthrop

H51
Medical University of SC

H63
Dept of Education

H67
SCETV

H71
Wil Lou Gray Opportunity School

H73
Vocational Rehabilitation

H75
School for Deaf and Blind

H79
Dept of Archives and History

H87
SC State Library

H91
Arts Commission

H95
State Museum

J02
Dept of Health and Human Services

J04
Dept of Health and Environmental Control

J12
Department of Mental Health

J16
SC Dept of Disabilities and Special Needs

J20
Dept of Alcohol and Drug Abuse Services

K05
Public Safety

L04
Department of Social Services

L12
John de la Howe School

L24
SC Commission for the Blind

L32
State Housing Finance and Development Authority

L44
Commission for the Blind

L46
Minority Affairs

N04
Department of Corrections

N08
Dept of Probation, Pardon and Parole

N12
Department of Juvenile Justice

P12
Forestry Commission

P24
Dept of Natural Resources

P26
Sea Grant Consortium

P28
Parks, Recreation and Tourism

P32
Department of Commerce

P36
Patriots Point Development Authority

R04
Public Service Commission

R08
SC Worker's Compensation Commission

R12
State Accident Fund

R14
Patients Compensation Fund

R16
Second Injury Fund

R23
State Board of Financial Inst- Examining Division

R23
State Board of Financial Inst- Consumer Financial Division

R28
SC Department of Consumer Affairs

R36
Department of Labor, Licensing & Regulation

R44
Department of Revenue

R52
State Ethics Commission

S60
Procurement Review Panel

U12
Dept of Transportation

*
One survey was submitted with insufficient identification














1


_1011426377.xls
Chart1

		Information Technology

		Trade Services

		Nursing Services

		Counseling and Case Mgmt Services

		Engineering Services

		Human Services

		Administrative Services

		Fiscal Services

		Agricultural/Animal Services

		Professional & Therapist Services



Number of Responses

Critical Shortage Areas Anticipated during the Next Three Years
(36 agencies responding - multiple responses from each agency allowed)

33

16

9

7

6

6

6

5

4

3



chart data

														33		Information Technology

		1		1		Administrative Services		AA50						16		Trade Services

		2		2		Administrative Services		AA75						9		Nursing Services

		3		3		Administrative Services		admin spec II						7		Counseling and Case Mgmt Services

		4		4		Administrative Services		Administrative Assistant - AA75						6		Engineering Services

		5		5		Administrative Services								6		Human Services

		6		6		Administrative Services								6		Administrative Services

		7		1		Agricultural/Animal Services		La15						5		Fiscal Services

		8		2		Agricultural/Animal Services		LA20						4		Agricultural/Animal Services

		9		3		Agricultural/Animal Services		LA35						3		Professional & Therapist Services

		10		4		Agricultural/Animal Services		LA75

		11				Communication Services		FTS Supervisors (transmitter operators)

		12		1		Counseling and Case Mgmt Services		GA20

		13		2		Counseling and Case Mgmt Services		GA50

		14		3		Counseling and Case Mgmt Services		GA60

		15		4		Counseling and Case Mgmt Services		GA80

		16		5		Counseling and Case Mgmt Services		GA80

		17		6		Counseling and Case Mgmt Services

		18		7		Counseling and Case Mgmt Services

		19				Education Services

		20				Education Services

		21				Emergency Preparedness

		22		1		Engineering Services		Education Associate (with a research background)

		23		2		Engineering Services		engineer associate

		24		3		Engineering Services		Engineer/Associate Engineer II, III, IV

		25		4		Engineering Services		Engineer/Geodetic Technicians I, II, III

		26		5		Engineering Services		Engineering/Geodetic Technicians

		27		6		Engineering Services		Engineers

		28		1		Fiscal Services		Auditor III

		29		2		Fiscal Services		Auditor III  (AD10) & IV  (AD12)

		30		3		Fiscal Services		Audits Manager I (AD15) & II (AD18)

		31		4		Fiscal Services		rate analyist

		32		5		Fiscal Services

		33		1		Human Services		human service assistant

		34		2		Human Services		Human Services Coordinator I

		35		3		Human Services		human services coordinator I

		36		4		Human Services		Human Services Coordinator II

		37		5		Human Services		human services coordinator II

		38		6		Human Services

		41		3		Information Technology		computer technology instructors

		42		4		Information Technology		AJ03

		44		6		Information Technology		AJ05

		45		7		Information Technology		aj07

		46		8		Information Technology		AJ18

		47		9		Information Technology		AJ20

		48		10		Information Technology		AJ31

		49		11		Information Technology		AJ40

		50		12		Information Technology		AJ42

		51		13		Information Technology		AJ45

		52		14		Information Technology		Applications Analyst I (AJ05) & II  (AJ07)

		53		15		Information Technology		applications analyst I and II

		54		16		Information Technology		applications analyst II

		55		17		Information Technology		Applications Analysts I and II

		56		18		Information Technology		Computer Programmer I  (AJ01) & II (AJ03)

		57		19		Information Technology		Data Base Administrator 11 - A165

		58		20		Information Technology		Data Entry and Control Clerk I and II

		59		21		Information Technology		database administrator

		60		22		Information Technology		Graphic Producers (HTML, Web Developers)in Production Manager III classes

		61		23		Information Technology		Information Resource Consultant 11 - AJ45 (Web master)

		62		24		Information Technology		information resource consultant I

		63		25		Information Technology		Information Resource Consultant I, II and related IT classes

		64		26		Information Technology		Information Technology (AJ00)

		65		27		Information Technology		information technology manager

		66		28		Information Technology		Information Technology Manager 11 - AJ 12

		67		29		Information Technology		IRC

		68		30		Information Technology		AJ45

		69		31		Information Technology		AJ63

		70		32		Information Technology		AJ25

		71		33		Information Technology		IT

		72		34		Information Technology		Programmer

		73		35		Information Technology		Applications analyst

		74		36		Information Technology		IT

		75				Law Enforcement		JC10

		76		1		Nursing Services		EA10

		77		2		Nursing Services		ea20

		78		3		Nursing Services		EA20

		79		4		Nursing Services		ea30

		80		5		Nursing Services		EA60

		81		6		Nursing Services		EA70

		82		7		Nursing Services		Nurses

		84		9		Nursing Services		EA 20 Nurse I

		85		10		Nursing Services		Nursing Services

		86				PIO		BC20

		87		1		Professional & Therapist Services		EB40

		88		2		Professional & Therapist Services		EB65

		89		3		Professional & Therapist Services		Pharmacists

		90		1		Research and Statistical Services		BB30

		91		2		Research and Statistical Services		Research Specialist

		92		3		Research and Statistical Services		Statistician

		93		1		Trade Services		KA05

		94		2		Trade Services		KA05

		95		3		Trade Services		kb15

		96		4		Trade Services		kb20

		97		5		Trade Services		KC20

		98		6		Trade Services		KC30

		99		7		Trade Services		KC40

		100		8		Trade Services		kc40

		101		9		Trade Services		KC40

		102		10		Trade Services		kc50

		103		11		Trade Services		Mechanic I

		104		12		Trade Services		Mechanic III

		105		13		Trade Services		Nutritionist

		106		14		Trade Services		Trades Specialist III,IV,V

		107		15		Trade Services		vehicle operators

		108		16		Trades Services

		109						AC03

		110						Administrative Coordinator I

		111						administrative coordinator I

		112						AE10

		113						Assistant Professor

		114						Associate Professor

		115						Broadcast Engineering Maintenance Technicians

		116				Trade Services		building and grounds specialist

		117						CB30

		118						executive compensation (deputy director)

		119						forensic psychologist

		120						GIS analysts

		121						Grants Administrator I

		122						Health educators

		123						interpreters (sign language)

		124						Investigator III (Pharmacy) Statutory Requirements

		125						JD10

		126						jd30

		127						library manager I

		128						Program Manager I

		129						Program Manager I

		130						program manager I

		131						psychiatrists

		132						Public Information Director - BC30

		133				Trade Services		Qualified Trades Specialists

		134						Social workers

		135						special education teachers

		136						State Appraiser I and II

		137						Statisticians II, III
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		agency

		code1		AJ05		AJ07		AJ08		Nursing instructors		computer technology instructors

		R28		AE10

		R04		engineer associate		rate analyist

		H75		KA05

		E08		admin spec II

		F27		Auditor III

		J20		Information Technology (AJ00)

		L44		Administrative Coordinator I		Human Services Coordinator I		Human Services Coordinator II		Program Manager I

		R36		Investigator III (Pharmacy) Statutory Requirements

		R44		Data Entry and Control Clerk I and II		Applications Analysts I and II		State Appraiser I and II

		H73		EB40		EB65		GA80

		H75		special education teachers		interpreters (sign language)		vehicle operators		building and grounds specialist

		H87		executive compensation (deputy director)		library manager I		information resource consultant I

		H95		JD10		KA05		CB30

		J02		applications analyst II		information technology manager		database administrator

		J12		EA10		EA20		EA60		EA70		GA20		psychiatrists

		J16		applications analyst I and II		forensic psychologist		human service assistant

		L24		administrative coordinator I		human services coordinator I		human services coordinator II		program manager I

		N04		ea20		ea30		kb15		kb20		kc40		kc50		aj07		jd30

		H24		Assistant Professor		Associate Professor

		H15		AC03		AJ03		AJ05		AJ18		AJ20		AJ31		KC20		KC30		KC40

		F05		Trades Specialist III,IV,V		Information Resource Consultant I, II and related IT classes		Engineer/Geodetic Technicians I, II, III		Statisticians II, III		Engineer/Associate Engineer II, III, IV

		D17		AJ42		AJ45		GA60		GA50		GA80

		U12		Engineering/Geodetic Technicians

		J04		Nurses		Nutritionist		Engineers		Pharmacists		Social workers		GIS analysts		IRC		Health educators

		P36		Qualified Trades Specialists

		H91		Grants Administrator I		Program Manager I

		E12		Computer Programmer I  (AJ01) & II (AJ03)		Applications Analyst I (AJ05) & II  (AJ07)		Audits Manager I (AD15) & II (AD18)		Auditor III  (AD10) & IV  (AD12)

		H67		Broadcast Engineering Maintenance Technicians		Graphic Producers (HTML, Web Developers)in Production Manager III classes		FTS Supervisors (transmitter operators)

		H63		Mechanic I		Mechanic III		Education Associate (with a research background)

		H12		AJ40		AA50		AA75		KC40		La15		LA20		LA35		LA75

		P32		Information Resource Consultant 11 - AJ45 (Web master)		Administrative Assistant - AA75		Public Information Director - BC30		Data Base Administrator 11 - A165		Information Technology Manager 11 - AJ 12

		H27		AB10		Administrative Services

		Tech Schools		Administrative Services		Administrative Services

		N12		GA 80 Chief Psychologist		Counseling and Case Mgmt Services

		N12		GB 65 Social Worker III		Counseling and Case Mgmt Services

		H27		CC30		Education Services

		N12		UB 13 Classroom Teacher		Education Services

		E24		Emergency Preparedness		Emergency Preparedness

		Tech Schools		Fiscal Services		Fiscal Services

		L04		Human Services		Human Services

		H27		AJ45		Information Technology

		H27		AJ63		Information Technology

		H27		AJ25		Information Technology

		H51		IT		Information Technology

		L04		Programmer		Information Technology

		L04		Applications analyst		Information Technology

		Tech Schools		IT		Information Technology

		H27		JC10		Law Enforcement

		N12		EA 20 Nurse I		Nursing Services

		Tech Schools		Nursing Services		Nursing Services

		H27		BC20		PIO

		H27		BB30		Research and Statistical Services

		H51		Research Specialist		Research and Statistical Services

		L04		Statistician		Research and Statistical Services

		Tech Schools		Trades Services		Trades Services
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		R28		TQM seminars

		R28		breakfast workshop

		R28		monthly meeting to get to know employee

		R28		interns

		R28		internal promotion opportunities

		H18		flexible work schedule

		H18		37.5 hr week

		H18		two breaks/day

		H18		sharing of info through committees

		H75		additional duties increases

		H75		performance increases

		H75		tuition reimbursement

		H75		professional development opportunities

		H75		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications

		code8		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.

		H06		Casual dress policy

		R12		Structured salary levels

		R12		flex time

		R12		Casual dress policy

		R12		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s

		F27		Tuition assistance program

		F27		Casual Friday

		F27		flex time

		H79		Flexible work schedules

		H79		Cross training

		H79		Tuition assistance

		H79		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs

		J20		Looking at innovative, creative ways to recruit and retain employees

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure

		R36		Variable work schedule

		R36		Career planning and training

		R36		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program

		H73		merit increases

		H73		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H73		for some positions we have developed career ladder incentives to include training

		H73		employee recognition program

		H95		team processes in all areas

		H95		-- constant recognition and reward programs (non-monetary)

		H95		full support of "open door" policy

		H95		small agency -- executive director knows all employees

		H95		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs				flex hours and casual dress

		J12		career pathing recommendation

		J12		flex hours

		J12		casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel

		J16		implemented a mentoring program for direct care staff

		J16		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs

		U12		Management development training

		U12		Improvements in working environment

		U12		Increased emphasis on employee compensation

		U12		Allowing employees t work on special projects

		D17		Retention increases

		D17		Flexible work schedules

		D17		Tuition assistance

		D17		Telecommuting

		F05		Cross training

		F05		Job expansion

		F05		Tuition Assistance Program

		F05		Retention pay

		F05		flexible work schedules

		F05		telecommuting

		F05		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy

		R16		Employee Innovation System

		R16		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours

		R08		Hiring within the agency

		R08		Employee Recognition (Employee of the Year)						State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers

		P12		Performance Pay Increase

		P12		Bonus

		P12		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		E20		performance increases & bonuses

		E20		Recognize employee of the year

		E20		Tuition Assistance

		H21		Competitive salaries within budgetary means

		H21		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)

		J04		Flex-time

		J04		Training

		J04		Tuition assistance

		J04		Exit interviews

		J04		Alternative dispute resolution

		J04		Telecommute

		J04		Recognition

		J04		Internal job postings

		J04		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance

		L32		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities

		H91		Employee wellness activities

		H91		Flex-time

		H91		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

		H63		Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		P26		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction
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		H18		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		R04		more flexibility in reclassifications

		H75		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		H75		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		H75		provide employee training free of charge

		E28		cross training

				allow agency to incease salary

		code9		ensure travel reimbursement is adequate

		code8		lobby for increased pay and benefits

		code7		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		R12		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		F27		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		P24		Assist with career development plans.  Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		H79		Periodic updates of trends and “Best Practices” of others

		J20		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		L44		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		R36		Career training programs

		R36		Serve as recruitment consultants for state agencies

		R36		Provide central recruitment location for potential state employees

		H73		help us with salary reviews		continue to provide flexibility to agencies to develop our own programs

		H75		better identification and training of staff needs		be more responsive when reclass requests are made and allow agencies greater authority to approve

		H87		continue to designate decisions to agency on issues such as compensation increases

		H95		continue customer focus by retirement systems, health systems, insurance services, etc.

		J02		delegation to the maximum

		J02		allow agency flexibility to give increases based on equity

		J12		supplementary training programs to orient personnel to government policies and practices		government operations management

		J16		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		J16		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		J16		provide more assistance in data collection

		KO5		continue to work with agencies on pay

		L12		continue to provide agencies with adequate and pertinent training

		NO4		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		U12		Increased flexibility to match offes from external sources

		D17		Continue to work with the legislature to give maximum flexibility in administering policies and procedures.

		F05		Flexibility in approving desired pay actions to keep valuable employees.

		S60		Nothing

		R16		N/A

		P28		Provide opportunities for professional growth and development

		R08		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		P12		Salary flexibility within pay bands has been very helpful.

		H24		Allowing more freedom in exercising flexibility in compensation

		E20		Provide one or two day training courses versus 4 days

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H21		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		H21		Continue to provide flexibility in decision-making within the agency

		H17		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		H15		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		Child care/Elder care

		J04		Wellness programs/state employee discount at fitness centers

		J04		Acute sickness centers

		J04		Benchmark competition policies to state policies

		J04		Explore college tuition assistance for state employee’s children

		J04		Step plan longevity increase

		P36		Perhaps the sharing of models that have worked for other agencies

		P36		More on-site and/or field training.  Not everyone can get to Columbia for training

		L32		Support an increase in agency head salary

		H09		Continue to grant money for pay increases based on annual employee evaluations

		H91		OHR could lobby to raise the percentage limit on retention increases.

		N08		Increase the dollar amount for employee bonuses

		E12		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		H67		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		H63		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		P26		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		E16		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		H12		Allow agencies to work within broad guidelines, rather than restrictions that reflect concern over legal problems, where agencies demonstrate responsible actions

		H12		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		H12		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc
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		R28		substantial salary increases

		R28		tuition reimbursement

		H18		identify sources of funding to reclassify positions, award performance increases and other types of pay increases.

		R04		More opportunities for advancement, especially without meeting MTE for next level

		H75		continue to seek legislative support to approve and fund salary range increases and consistent and higher annual and merit pay.

		H75		continue exploring opportunities to convert full time positions to part ime permanent positions

		H75		develop job sharing

		E08		approval of additional FTE's for agency

		code9		increase salary

		code9		decrease travel time

		code8		incease pay and benefits

		code8		create possitions that offer advancement opportunities

		code7		better salaries

		code7		better benefits

		code7		flexible schedules

		R12		target specific salary levels to meet market conditions

		R24		Develop opportunities for compensation increases

		R24		Develop formalized career development plans

		R24		Expand training opportunities

		R24		Provide more recognition and rewards programs

		R24		Utilize bonus program more effectively

		F27		Continue with emphasis on career progression and timely salary increases

		H79		Development and implementation of a Mentoring Program.

		J20		Professional development/training programs

		J20		Looking at innovative, creative ways to recruit and retain employees

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Salary evaluation to make salaries of employees comparable to years of service and market value of position

		R36		Career development

		R36		Educational reimbursement

		R36		Flexible work schedule

		R36		Competitive salaries

		H73		we consistently review salary levels and make adjustments, as necessary

		H73		incorporation of "flex" time

		H75		offer more specifically defined career pathways for advancement

		H87		agency culture has not created serious retention problem, but that could change

		H95		seek more funding for education assistance, merit increases, etc.

		J02		flexible work hours

		J02		tuition assistance

		J12		increase salaries for hard to recruit positions

		J16		we currently offer the allowable percentage amount when a confirmed job offer is made to those employees we would like to retain

		KO5		raise salaries to compete with other states, allow paid overtime, and improve working conditions

		L12		giving employees more of an opportunity to have input in the decision making process -- try to incorporate the employees' ideas in the strategic plan of the agency

		NO4		receive funding for certain types of benefits (tuition assistance, moving, etc.)'

		U12		More flexibility with compensation

		U12		More training opportunities

		D17		Employee bonus program with maximum higher than $1,000

		D17		Employee recognition programs

		D17		Cross-training

		D17		Better Pay

		D17		Expanded use of items in 15a

		F05		Cross training

		F05		job expansion

		F05		tuition Assistance Program

		F05		retention pay

		F05		flexible work schedules

		F05		telecommuting

		F05		competitive pay

		S60		Maybe more training

		R16		We do not have a problem in retaining desirable employees

		P28		Mentoring Programs

		P28		Career Paths

		P28		Leadership training with focus on coaching, facilitating, and mentoring

		R08		Tuition Program

		R08		Cross Training

		R08		Employee Bonus Pay (higher than $1,000)

		R08		Developing Career tracks and employee development

		P12		Continue our efforts in the areas of recognition, empowerment, salary adjustments, and advancement opportunities

		H24		Exercising flexibility in compensation

		E20		Increase Pay

		E20		Flexible hours

		E20		Childcare

		E20		Training for supervisors/leadership

		H21		Maintain competitive salaries

		H21		Maintain desirable working environment and up-to-date equipment

		H21		Must have adequate funding

		H17		Construct detailed career pathing options for entry-level to mid/high management opportunities

		H15		Have available appropriate funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		More money for salaries

		J04		Establish bonus program

		J04		Career path development

		J04		Reduce administrative paperwork

		P36		A reorganization geared toward adherence to state policies and an adopting an agency mission – clearly delineated to all staff – and then a continuing joint effort to accomplish the mission while adhering to state policies and/or development of more agenc

		L32		Agency head salary needs to be aligned with current market for comparable positions in Southeast

		H09		Encourage learning and growth through use of tuition waver/tuition assistance programs

		H09		Look internally for promotions before advertising externally

		H09		Continue pay for performance as a line item in the annual budget

		H91		Compensate at a higher level

		H91		Adjustments of heavy workloads

		H91		More administrative assistance

		H91		More individual and team recognition

		N08		Increase the rate of compensation, maintain existing awards and recognition program and utilize monetary incentives

		E12		Utilize agency funded performance increases

		E12		Provide applicable “paid” continuing education programs

		H67		More training dollars for skills development/ calm down internal environment which had been in upheaval for past 4-5 years/ need more updated physical systems, i.e. MIS/broadcast equipment

		H63		Increase pay; increase promotional opportunities through career ladder progression and the formulation of a bridge class; institute a stipend program

		P26		We don’t have that much of a problem retaining desirable employees. We are a small agency so promotional opportunities are not always there and our budget constrains us in our ability to give raises

		H12		Standardize PDs and KSAs (prototype) to develop consistency

		H12		Proactive Employee Relations/Employee Development/Employee Assistance effort support

		H12		Focus on mission of agency and demonstrate recognition of performers (will require trust and loosening of state restrictions on awards, out-of-the-box thinking by state regulations and state OHR staff), and demonstrate good stewardship by agency in provid

		H12		Develop approved counter-offer procedures.  This is flexibility allowed by state, but not utilized by CU because of concerns…requires good monitoring and audit

		P32		Pay and benefits similar to our own competitors - not the general state government competition

		P32		More flexible pay processes/funding/budgeting processes to provide meaningful monetary rewards for good performance

		P32		Be able to provide reasonable food at an employee gathering - not make your employees bring or pay for the food when at an all-day meeting

		P32		Increase use of bonus to use in place of an annual increase - tied to performance appraisal

		P32		Ensure that employees do not have to pay parking - when other agencies receive it free

		P32		Quality, professional training opportunities
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		R28		TQM seminars		breakfast workshop		monthly meeting to get to know employee		interns		internal promotion opportunities

		H18		flexible work schedule		37.5 hr week		two breaks/day		sharing of info through committees

		H75		additional duties increases		performance increases		tuition reimbursement		professional development opportunities		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.		Casual dress policy

		R12		Structured salary levels		flex time		Casual dress policy		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s		Tuition assistance program		Casual Friday		flex time

		H79		Flexible work schedules		Cross training		Tuition assistance		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure		Variable work schedule		Career planning and training		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program		merit increases		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H75		for some positions we have developed career ladder incentives to include training		employee recognition program

		H95		team processes in all areas		-- constant recognition and reward programs (non-monetary)		full support of "open door" policy		small agency -- executive director knows all employees		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs		career pathing recommendation		flex hours and casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel		implemented a mentoring program for direct care staff		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs		Management development training		Improvements in working environment		Increased emphasis on employee compensation		Allowing employees t work on special projects

		D17		Retention increases		Flexible work schedules		Tuition assistance		Telecommuting

		F05		Cross training		Job expansion		Tuition Assistance Program		Retention pay		flexible work schedules		telecommuting		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy		Employee Innovation System		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours		Hiring within the agency		Employee Recognition (Employee of the Year)		State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers		Performance Pay Increase		Bonus		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		H21		Competitive salaries within budgetary means		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)		Flex-time		Training		Tuition assistance		Exit interviews		Alternative dispute resolution		Telecommute		Recognition		Internal job postings		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities		Employee wellness activities		Flex-time		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.  Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		E16		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction





Chart1

		Flexible work schedules

		Performance increases & bonuses

		Training/Development program

		Tuition assistance

		Employee recognition program

		Career-pathing

		Retention increases

		Competitive salaries within budgetary means

		Casual Dress Policy

		Cross-training

		Telecommuting



Number of Responses

Innovative Retention Practices
(45 agencies responding - multiple responses from each agency allowed)

17

12

12

9

6

5

5

5

4

3

3



chart1 data

		Career Pathing		Career Pathing

		Career Pathing		Career pathing programs in lawa enforement and facilities management

		Career Pathing		career pathing recommendation

		Career Pathing		Career paths for Foresters, wardens, forest technicians, rangers

		Career Pathing		Developing career path program for Park Techs

		Casual dress policy		casual dress

		Casual dress policy		Casual dress policy								17		Flexible work schedules

		Casual dress policy		Casual dress policy								12		Performance increases & bonuses

		Casual dress policy		Casual Friday								12		Training/Development program

		Competitive salaries within budgetary means		competitive pay								9		Tuition assistance

		Competitive salaries within budgetary means		Competitive pay structure								6		Employee recognition program

		Competitive salaries within budgetary means		Competitive salaries within budgetary means								5		Career-pathing

		Cross Training		cross training								5		Retention increases

		Cross Training		Cross training								5		Competitive salaries within budgetary means

		Cross Training		Cross training								4		Casual Dress Policy

		employee recognition program		Employee Recognition (Employee of the Year)								3		Cross-training

		employee recognition program		Employee recognition activities								3		Telecommuting

		employee recognition program		employee recognition program

		employee recognition program		Enhanced employee recognition programs

		employee recognition program		Recognition

		employee recognition program		Recognize employee of the year

		Flexible Work Schedules		Considering flex time hours more seriously and implementing some opportunity to work from home

		Flexible Work Schedules		flex hours

		Flexible Work Schedules		flex time

		Flexible Work Schedules		flex time

		Flexible Work Schedules		Flexible work hours

		Flexible Work Schedules		flexible work schedule

		Flexible Work Schedules		Flexible work schedule policy

		Flexible Work Schedules		Flexible work schedules

		Flexible Work Schedules		Flexible work schedules

		Flexible Work Schedules		flexible work schedules

		Flexible Work Schedules		Flexibly meet individual leave needs.

		Flexible Work Schedules		Flex-time

		Flexible Work Schedules		Flex-time

		Flexible Work Schedules		Variable work schedule

		Flexible Work Schedules		Alternative work schedule (compressed work week)

		Flexible Work Schedules		employee scheduling flexibiltiy

		Performance Increases & Bonuses		Bonus

		Performance Increases & Bonuses		If we have carry forward money, we give bonuses

		Performance Increases & Bonuses		merit increases

		Performance Increases & Bonuses		Pay for Performance

		Performance Increases & Bonuses		pay for performance plan

		Performance Increases & Bonuses		Pay increases based on employee performance will continue to help with retention rates

		Performance Increases & Bonuses		performance increases

		Performance Increases & Bonuses		performance increases & bonuses

		Performance Increases & Bonuses		Performance pay

		Performance Increases & Bonuses		Performance Pay Increase

		Performance Increases & Bonuses		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		Retention increases		Retention increases

		Retention increases		retention increases based on job offers

		Retention increases		Retention pay

		Retention increases		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		Telecommuting		Telecommute

		Telecommuting		Telecommuting

		Telecommuting		telecommuting

		Training/Development Program		Career planning and training

		Training/Development Program		comprehensive training program

		Training/Development Program		Continue to provide training opportunities when possible

		Training/Development Program		developed an extensive on-the-job training program for human services assistant personnel

		Training/Development Program		In house training provides the CPE requirements for the staff members who are CPA’s

		Training/Development Program		Management development training

		Training/Development Program		professional development opportunities

		Training/Development Program		Professional development/training programs

		Training/Development Program		supervisory and management training programs

		Training/Development Program		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		Training/Development Program		We support professional training opportunities

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition Assistance

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition assistance program

		Tuition Assistance		Tuition Assistance Program

		Tuition Assistance		Tuition Assistance Programs

		Tuition Assistance		tuition reimbursement

				-- constant recognition and reward programs (non-monetary)

				"celebration of success" -- reward and recognition program

				37.5 hr week

				a positive, mission focus exists

				Additional Duties Increase

				additional duties increases

				agency director organized a workforce development committee

				Allowing employees t work on special projects

				Alternative dispute resolution

				breakfast workshop

				Continue to provide good working conditions

				Currently evaluating implementing career advancement within established classes

				developed "step-increase" program to retain officers

				developed formal officer mentoring program in several locations

				Employee Innovation System

				Employee involvement in decision making

				Employee wellness activities

				Employees are empowered to have discretionary decision making for job enhancement

				Employees have opportunity for retention pay increases

				Establishing State OHR hiring rates to meet demand, begun this FY

				Excellent benefits package and career training opportunities within budgetary menas

				excellent lines of communications

				Exit interviews

				for some positions we have developed career ladder incentives to include training

				full support of "open door" policy

				Hiring within the agency

				implemented a mentoring program for direct care staff

				Improvements in working environment

				In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

				Increased emphasis on employee compensation

				Internal job postings

				internal promotion opportunities

				interns

				Job expansion

				Looking at innovative, creative ways to recruit and retain employees

				Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

				monthly meeting to get to know employee

				Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

				New employee benefits programs (reward, gift programs, “concierge services”, etc.).

				restructuring postions from full to part time to accomdate employees

				Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

				SAMS (Staff Assessment of Management)

				sharing of info through committees

				show employees $ value of benefits package

				small agency -- executive director knows all employees

				Streamlining and looking at ways to conduct business in a more efficient manner

				Structured salary levels

				team processes in all areas

				There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

				TQM seminars

				Training

				Try to promote from within when possible

				two breaks/day

				We encourage retreats and other morale building methods

				We encourage the development of teams to solve problems and encourage employee interaction

				We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

				we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

				We have an incentive program to help retain sales staff

				We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

				We provide agency logo gifts for staff when they participate in a special event or we have a successful year

				We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

				written policies for in-band salary increases authorized at the agency level

		Tech Schools		tuition assistance

		Tech Schools		training

		Tech Schools		retention increases

		E24		Request additional funding

		Tech Schools		performance increases

		L04		Pay increase

		Tech Schools		Flexible work schedules

		H27		Discount tickets, recreational facilities, health and wellness program, tuition assistance

		N12		Comprehensive employee survey was conducted with strong participation as a part of a Recruitment and Retention Task Force effort to develop recommendations.  A graduate student at USC is further analyzing the data to determine if there are significant dif

		Tech Schools		competitive salaries





a (2)

		H95		-- constant recognition and reward programs (non-monetary)		performance increases & bonuses

		H73		"celebration of success" -- reward and recognition program

		H18		37.5 hr week

		H95		a positive, mission focus exists

		L32		Additional Duties Increase

		H75		additional duties increases

		J16		agency director organized a workforce development committee

		U12		Allowing employees t work on special projects

		J04		Alternative dispute resolution

		J04		Alternative work schedule (compressed work week)

		P12		Bonus

		R28		breakfast workshop

		N08		Career Pathing

		H17		Career pathing programs in lawa enforement and facilities management

		J12		career pathing recommendation

		P12		Career paths for Foresters, wardens, forest technicians, rangers

		R36		Career planning and training

		J12		casual dress

		H06		Casual dress policy

		R12		Casual dress policy

		F27		Casual Friday

		F05		competitive pay

		R36		Competitive pay structure

		H21		Competitive salaries within budgetary means

		J02		comprehensive training program

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		E20		Continue to provide good working conditions

		E16		Continue to provide training opportunities when possible

		tech		cross training

		H79		Cross training

		F05		Cross training

		L44		Currently evaluating implementing career advancement within established classes

		NO4		developed "step-increase" program to retain officers

		J16		developed an extensive on-the-job training program for human services assistant personnel

		NO4		developed formal officer mentoring program in several locations

		P28		Developing career path program for Park Techs

		R16		Employee Innovation System

		R36		Employee involvement in decision making

		R08		Employee Recognition (Employee of the Year)

		H91		Employee recognition activities

		H73		employee recognition program

		code8		employee scheduling flexibiltiy

		H91		Employee wellness activities

		H63		Employees are empowered to have discretionary decision making for job enhancement

		H09		Employees have opportunity for retention pay increases

		U12		Enhanced employee recognition programs

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H21		Excellent benefits package and career training opportunities within budgetary menas

		code8		excellent lines of communications

		J04		Exit interviews

		J12		flex hours

		R12		flex time

		F27		flex time				flex hours and casual dress

		R08		Flexible work hours

		H18		flexible work schedule

		R16		Flexible work schedule policy

		H79		Flexible work schedules

		D17		Flexible work schedules

		F05		flexible work schedules

		H06		Flexibly meet individual leave needs.

		J04		Flex-time

		H91		Flex-time

		H73		for some positions we have developed career ladder incentives to include training

		H95		full support of "open door" policy

		R08		Hiring within the agency

		S60		If we have carry forward money, we give bonuses

		J16		implemented a mentoring program for direct care staff

		U12		Improvements in working environment

		F27		In house training provides the CPE requirements for the staff members who are CPA’s

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		U12		Increased emphasis on employee compensation

		J04		Internal job postings

		R28		internal promotion opportunities

		R28		interns

		F05		Job expansion

		J20		Looking at innovative, creative ways to recruit and retain employees

		U12		Management development training

		H73		merit increases

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

		R28		monthly meeting to get to know employee

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		L32		Pay for Performance

		E08		pay for performance plan

		H09		Pay increases based on employee performance will continue to help with retention rates

		H75		performance increases						State Pay Plan

		E20		performance increases & bonuses

		J04		Performance pay

		P12		Performance Pay Increase

		H75		professional development opportunities

		J20		Professional development/training programs				Recognize employee of the year		Tuition Assistance

		J04		Recognition

		E20		Recognize employee of the year

		H75		restructuring postions from full to part time to accomdate employees

		D17		Retention increases

		KO5		retention increases based on job offers

		F05		Retention pay

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H91		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		H79		SAMS (Staff Assessment of Management)

		H18		sharing of info through committees

		R12		show employees $ value of benefits package

		H95		small agency -- executive director knows all employees

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		R12		Structured salary levels

		J12		supervisory and management training programs

		H95		team processes in all areas

		J04		Telecommute

		D17		Telecommuting

		F05		telecommuting

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		R28		TQM seminars

		J04		Training

		P26		Try to promote from within when possible

		H79		Tuition assistance

		D17		Tuition assistance

		E20		Tuition Assistance

		J04		Tuition assistance

		F27		Tuition assistance program

		F05		Tuition Assistance Program

		P12		Tuition Assistance Programs

		H75		tuition reimbursement

		H18		two breaks/day

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		R36		Variable work schedule

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We encourage retreats and other morale building methods

		P32		We encourage the development of teams to solve problems and encourage employee interaction

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H73		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		P32		We have an incentive program to help retain sales staff

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We support professional training opportunities

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		R16		written policies for in-band salary increases authorized at the agency level





count

		code7				code7				code7

		code8				code8				code8

		D17				code9				code9

		E08				D17				D17

		E12				E08				E12

		E16				E12				E16

		E20				E20				E20

		F05				F05				E28

		F27				F27				F05

		H06				H09				F27

		H09				H12				H09

		H12				H15				H12

		H15				H17				H15

		H17				H18				H17

		H18				H21				H18

		H21				H24				H21

		H63				H63				H24

		H67				H67				H63

		H73				H73				H67

		H75				H75				H73

		H79				H79				H75

		H91				H87				H79

		H95				H91				H87

		J02				H95				H91

		J04				J02				H95

		J12				J04				J02

		J16				J12				J04

		J20				J16				J12

		KO5				J20				J16

		L32				KO5				J20

		L44				L12				KO5

		N08				L32				L12

		NO4				L44				L32

		P12				N08				L44

		P26				NO4				N08

		P28				P12				NO4

		P32				P26				P12

		P36				P28				P24

		R08				P32				P26

		R12				P36				P28

		R16				R04				P36

		R28				R08				R04

		R36				R12				R08

		S60				R16				R12

		U12				R24				R16

						R28				R36

						R36				S60

						S60				U12

						U12





a

		R28		TQM seminars		breakfast workshop		monthly meeting to get to know employee		interns		internal promotion opportunities

		H18		flexible work schedule		37.5 hr week		two breaks/day		sharing of info through committees

		H75		additional duties increases		performance increases		tuition reimbursement		professional development opportunities		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.		Casual dress policy

		R12		Structured salary levels		flex time		Casual dress policy		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s		Tuition assistance program		Casual Friday		flex time

		H79		Flexible work schedules		Cross training		Tuition assistance		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure		Variable work schedule		Career planning and training		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program		merit increases		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H75		for some positions we have developed career ladder incentives to include training		employee recognition program

		H95		team processes in all areas		-- constant recognition and reward programs (non-monetary)		full support of "open door" policy		small agency -- executive director knows all employees		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs		career pathing recommendation		flex hours and casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel		implemented a mentoring program for direct care staff		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs		Management development training		Improvements in working environment		Increased emphasis on employee compensation		Allowing employees t work on special projects

		D17		Retention increases		Flexible work schedules		Tuition assistance		Telecommuting

		F05		Cross training		Job expansion		Tuition Assistance Program		Retention pay		flexible work schedules		telecommuting		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy		Employee Innovation System		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours		Hiring within the agency		Employee Recognition (Employee of the Year)		State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers		Performance Pay Increase		Bonus		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		H21		Competitive salaries within budgetary means		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)		Flex-time		Training		Tuition assistance		Exit interviews		Alternative dispute resolution		Telecommute		Recognition		Internal job postings		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities		Employee wellness activities		Flex-time		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.  Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		E16		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction





Chart2

		Improve compensation

		Career-pathing

		Cont. Ed. program

		Tuition assistance

		Flexible schedules

		Cross-training



Number of Responses

Suggested  Agency Retention Initiatives
(48 agencies responding - multiple responses from each agency allowed)

45

11

8

7

7

3



chart2 data

		

		45		Improve compensation

		11		Career-pathing

		8		Cont. Ed. program

		7		Tuition assistance

		7		Flexible schedules

		3		Cross-training





b

		R36		Career Pathing		Career development

		J04		Career Pathing		Career path development

		P28		Career Pathing		Career Paths

		H17		Career Pathing		Construct detailed career pathing options for entry-level to mid/high management opportunities

		F27		Career Pathing		Continue with emphasis on career progression

		code8		Career Pathing		create possitions that offer advancement opportunities

		R24		Career Pathing		Develop formalized career development plans

		R08		Career Pathing		Developing Career tracks and employee development

		R24		CE Program		Expand training opportunities

		S60		CE Program		Maybe more training

		H67		CE Program		More training dollars for skills development/ calm down internal environment which had been in upheaval for past 4-5 years/ need more updated physical systems, i.e. MIS/broadcast equipment

		U12		CE Program		More training opportunities

		J20		CE Program		Professional development/training programs

		E12		CE Program		Provide applicable “paid” continuing education programs

		E20		CE Program		Training for supervisors/leadership

		F05		Cross Training		Cross training

		R08		Cross Training		Cross Training

		D17		Cross Training		Cross-training

		E20		Flexible Schedules		Flexible hours

		Tech Schools		Flexible Schedules		flexible schedules

		J02		Flexible Schedules		flexible work hours

		R36		Flexible Schedules		Flexible work schedule

		F05		Flexible Schedules		flexible work schedules

		H73		Flexible Schedules		incorporation of "flex" time

		L32		Improved Compensation		Agency head salary needs to be aligned with current market for comparable positions in Southeast

		Tech Schools		Improved Compensation		better benefits

		D17		Improved Compensation		Better Pay

		Tech Schools		Improved Compensation		better salaries

		H91		Improved Compensation		Compensate at a higher level

		F05		Improved Compensation		competitive pay

		R36		Improved Compensation		Competitive salaries

		H75		Improved Compensation		continue to seek legislative support to approve and fund salary range increases and consistent and higher annual and merit pay.

		H12		Improved Compensation		Develop approved counter-offer procedures.  This is flexibility allowed by state, but not utilized by CU because of concerns…requires good monitoring and audit

		R24		Improved Compensation		Develop opportunities for compensation increases

		R08		Improved Compensation		Employee Bonus Pay (higher than $1,000)

		D17		Improved Compensation		Employee bonus program with maximum higher than $1,000

		P32		Improved Compensation		Ensure that employees do not have to pay parking - when other agencies receive it free

		J04		Improved Compensation		Establish bonus program

		H24		Improved Compensation		Exercising flexibility in compensation

		H15		Improved Compensation		Have available appropriate funds to provide more realistic salaries -- both starting and those increases associated with performance.

		H18		Improved Compensation		identify sources of funding to reclassify positions, award performance increases and other types of pay increases.

		code8		Improved Compensation		incease pay and benefits

		E20		Improved Compensation		Increase Pay

		H63		Improved Compensation		Increase pay; increase promotional opportunities through career ladder progression and the formulation of a bridge class; institute a stipend program

		J12		Improved Compensation		increase salaries for hard to recruit positions

		code9		Improved Compensation		increase salary

		N08		Improved Compensation		Increase the rate of compensation, maintain existing awards and recognition program and utilize monetary incentives

		P32		Improved Compensation		Increase use of bonus to use in place of an annual increase - tied to performance appraisal

		H21		Improved Compensation		Maintain competitive salaries

		H95		Improved Compensation		merit increases, etc.

		U12		Improved Compensation		More flexibility with compensation

		J04		Improved Compensation		More money for salaries

		H21		Improved Compensation		Must have adequate funding

		J20		Improved Compensation		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		P32		Improved Compensation		Pay and benefits similar to our own competitors - not the general state government competition

		KO5		Improved Compensation		raise salaries to compete with other states, allow paid overtime, and improve working conditions

		NO4		Improved Compensation		receive funding for certain types of benefits (tuition assistance, moving, etc.)'

		F05		Improved Compensation		retention pay

		L44		Improved Compensation		Salary evaluation to make salaries of employees comparable to years of service and market value of position

		R28		Improved Compensation		substantial salary increases

		R12		Improved Compensation		target specific salary levels to meet market conditions

		F27		Improved Compensation		timely salary increases

		E12		Improved Compensation		Utilize agency funded performance increases

		R24		Improved Compensation		Utilize bonus program more effectively

		H73		Improved Compensation		we consistently review salary levels and make adjustments, as necessary

		H79		Mentoring Programs		Development and implementation of a Mentoring Program.

		P28		Mentoring Programs		Mentoring Programs

		R36		Tuition Assistance		Educational reimbursement

		H09		Tuition Assistance		Encourage learning and growth through use of tuition waver/tuition assistance programs

		H95		Tuition Assistance		seek more funding for education assistance

		J02		Tuition Assistance		tuition assistance

		F05		Tuition Assistance		tuition Assistance Program

		R08		Tuition Assistance		Tuition Program

		R28		Tuition Assistance		tuition reimbursement

		P36				A reorganization geared toward adherence to state policies and an adopting an agency mission – clearly delineated to all staff – and then a continuing joint effort to accomplish the mission while adhering to state policies and/or development of more agenc

		H91				Adjustments of heavy workloads

		H87				agency culture has not created serious retention problem, but that could change

		E08				approval of additional FTE's for agency

		P32				Be able to provide reasonable food at an employee gathering - not make your employees bring or pay for the food when at an all-day meeting

		E20				Childcare

		H75				continue exploring opportunities to convert full time positions to part ime permanent positions

		P12				Continue our efforts in the areas of recognition, empowerment, salary adjustments, and advancement opportunities

		H09				Continue pay for performance as a line item in the annual budget

		code9				decrease travel time

		H75				develop job sharing

		D17				Employee recognition programs

		D17				Expanded use of items in 15a

		H12				Focus on mission of agency and demonstrate recognition of performers (will require trust and loosening of state restrictions on awards, out-of-the-box thinking by state regulations and state OHR staff), and demonstrate good stewardship by agency in provid

		L12				giving employees more of an opportunity to have input in the decision making process -- try to incorporate the employees' ideas in the strategic plan of the agency

		F05				job expansion

		P28				Leadership training with focus on coaching, facilitating, and mentoring

		H09				Look internally for promotions before advertising externally

		J20				Looking at innovative, creative ways to recruit and retain employees

		H21				Maintain desirable working environment and up-to-date equipment

		H91				More administrative assistance

		P32				More flexible pay processes/funding/budgeting processes to provide meaningful monetary rewards for good performance

		H91				More individual and team recognition

		R04				More opportunities for advancement, especially without meeting MTE for next level

		H75				offer more specifically defined career pathways for advancement

		H12				Proactive Employee Relations/Employee Development/Employee Assistance effort support

		R24				Provide more recognition and rewards programs

		P32				Quality, professional training opportunities

		J04				Reduce administrative paperwork

		H12				Standardize PDs and KSAs (prototype) to develop consistency

		J20				Streamlining and looking at ways to conduct business in a more efficient manner

		F05				telecommuting

		J16				we currently offer the allowable percentage amount when a confirmed job offer is made to those employees we would like to retain

		R16				We do not have a problem in retaining desirable employees

		P26				We don’t have that much of a problem retaining desirable employees. We are a small agency so promotional opportunities are not always there and our budget constrains us in our ability to give raises

		L04				Better agency image

		L04				Better pay

		H51				Career pathing

		N12				Career pathing

		Tech Schools				Career pathing

		E24				Competitive salaries

		N12				Competitive salary levels with other state agencies and main competitive agencies.

		Tech Schools				flexible schedules

		Tech Schools				improve compensation

		L04				Improved work environment

		H27				Making changes necessary to retain desirable employees would required changes external to the University

		L04				Recognition programs

		E24				Recognition programs
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		H18		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		R04		more flexibility in reclassifications

		H75		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		H75		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		H75		provide employee training free of charge

		E28		cross training

				allow agency to incease salary

		code9		ensure travel reimbursement is adequate

		code8		lobby for increased pay and benefits

		Tech Schools		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		R12		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		F27		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		P24		Assist with career development plans.  Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		H79		Periodic updates of trends and “Best Practices” of others

		J20		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		L44		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		R36		Career training programs

		R36		Serve as recruitment consultants for state agencies

		R36		Provide central recruitment location for potential state employees

		H73		help us with salary reviews		continue to provide flexibility to agencies to develop our own programs

		H75		better identification and training of staff needs		be more responsive when reclass requests are made and allow agencies greater authority to approve

		H87		continue to designate decisions to agency on issues such as compensation increases

		H95		continue customer focus by retirement systems, health systems, insurance services, etc.

		J02		delegation to the maximum

		J02		allow agency flexibility to give increases based on equity

		J12		supplementary training programs to orient personnel to government policies and practices		government operations management

		J16		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		J16		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		J16		provide more assistance in data collection

		KO5		continue to work with agencies on pay

		L12		continue to provide agencies with adequate and pertinent training

		NO4		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		U12		Increased flexibility to match offes from external sources

		D17		Continue to work with the legislature to give maximum flexibility in administering policies and procedures.

		F05		Flexibility in approving desired pay actions to keep valuable employees.

		S60		Nothing

		R16		N/A

		P28		Provide opportunities for professional growth and development

		R08		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		P12		Salary flexibility within pay bands has been very helpful.

		H24		Allowing more freedom in exercising flexibility in compensation

		E20		Provide one or two day training courses versus 4 days

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H21		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		H21		Continue to provide flexibility in decision-making within the agency

		H17		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		H15		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		Child care/Elder care

		J04		Wellness programs/state employee discount at fitness centers

		J04		Acute sickness centers

		J04		Benchmark competition policies to state policies

		J04		Explore college tuition assistance for state employee’s children

		J04		Step plan longevity increase

		P36		Perhaps the sharing of models that have worked for other agencies

		P36		More on-site and/or field training.  Not everyone can get to Columbia for training

		L32		Support an increase in agency head salary

		H09		Continue to grant money for pay increases based on annual employee evaluations

		H91		OHR could lobby to raise the percentage limit on retention increases.

		N08		Increase the dollar amount for employee bonuses

		E12		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		H67		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		H63		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		P26		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		E16		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		H12		Allow agencies to work within broad guidelines, rather than restrictions that reflect concern over legal problems, where agencies demonstrate responsible actions

		H12		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		H12		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc

		P32
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		agency

		code1		.  Nursing instructors		Salary not competitive

		code1		AD25		Skills & knowledge not readily available

		code1		AG15		Salary & knowledge of State OHR procedures

		R28		AE10		can't match competing offers

		H18		system support tech		Salary not competitive		lack of advancement opportunities

		H18		adm spec 1&2		Salary not competitive

		H18		law enforcement officer 1		Salary not competitive		lack of certification

		R04		engineer		Salary not competitive

		R04		rates analyst		lack of qualified candidates

		H75		KA05		Salary not competitive		lack of qualified candidates

		H75		KC30/40		Salary not competitive

		H75		AJ42/45		Salary not competitive

		E22		attorney		Salary not competitive

		E22		administrative assistant		Salary not competitive

		code9		accountant/fiscal analyst I		too much travel/salary not competitive

		code9		accountant/fiscal analyst II		too much travel/salary not competitive

		code9		accountant/fiscal analyst III		too much travel/salary not competitive

		code8		auditor III		requires work experience/too much travel

		code7		applications analyst II		Salary not competitive

		code7		aj42.45		Salary not competitive

		code7		computer programmer		Salary not competitive

		R12		Claims Analyst I & II		Salary not competitive

		R12		Applications Analyst I & II		Salary not competitive

		R12		Attorney II		Salary not competitive

		R24		Senior Systems Programmer		agency equipment not mainstream

		R24		Biologist		lack of qualified candidates

		R24		Geologist/Hydrologist		lack of qualified candidates

		F27		Auditor III		Salary not competitive for qualified candidates

		H79		Archivist IV		Preferred T&E and budget limitations

		H79		. Info Resource Consultant II		Agency size dictates a “Generalist” approach
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		J20		Information Technology (AJ00)		Competitive pay and work/life programs. In addition to career opportunities

		J21		Human Services (GA00)		Competitive pay and work/life programs. In addition to career opportunities

		L44		Production Assistant II		requires work outside normal office hours

		L44		Recreational Specialist III		requires work outside normal office hours

		L44		Human Services Assistant I		must live in state facility

		R36		Program Manager I – Nursing		low compensation

		R36		Investigator III – Pharmacy		Statute requires a registered pharmacist/ compensation

		R36		Engineers		low compensation

		R44		Information Technology Positions		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		R44		Data Entry positions		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		R44		Property Analysts		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		H71		LPN		salary

		H71		RN		salary

		H73		psychologist		lack of degree

		H73		physician		salary

		H73		vehicle operator		salary

		H75		PT/OT (all therapists)		supply and demand, non-competitive salaries

		H75		vehicle operators		non-competitive salaries

		H75		special education teachers		certification issues; not enough college education programs

		H87		information resource consultant I		lack of ability to pay

		H87		library manager II		lack of appropriate experience

		H95		information technology manager		salary

		H95		planetarium director		salary

		H95		public safety and building maintenance		salary

		J02		applications analyst II		compensation / experience

		J02		registered nurse I and II		rural out-station offices

		J02		social worker III		rural out-station offices

		J12		psychiatrist		location and salary

		J12		nurses		location and salary

		J12		psychiatric service director / program managers		lack of expertise

		J16		forensic psychologist		labor market availability

		J16		human service assistants/specialists		salary and work environment

		KO5		entry level law enforcement positions		salary

		KO5		communications specialists		rotating shifts

		KO5		license examiners		limited recruitment

		L12		human services specialist II		outdoor environment; live-in

		L12		human services specialist I		live-in

		L12		food service specialist I		salary

		L24		production assistant II		hours

		L24		recreational specialist III		hours

		L24		human services assistant I		requires person to live in the dorm; low wages

		L46		statistical and research analyst III		diverse functions -- public information, technology, research and administration

		NO4		ea20		competitive salaries and prison environment

		NO4		ea30		competitive salaries and prison environment

		NO4		aj03		competitive salaries and small applicant pools

				aj07		competitive salaries and small applicant pools

				aj12		competitive salaries and small applicant pools

				aj10		competitive salaries and small applicant pools

				aj25		competitive salaries and small applicant pools

				kb15		large scale food service and supervisory experience not available

				kb20		large scale food service and supervisory experience not available

		P28		LB10		Salary		LB20		Need minority candidate

		R08		Admin Asst/Court Reporter		job skills,  salary		Application Analyst		job skills, salary		Info Resource Consultant		job skills, salary

		E20		Admin. Specialist (receptionist)		The nature of the work and agency standards/requirements		Attorney I, II		The nature of the work and workload in certain sections

		H24		Eng/Assoc Eng III		Budgetary limitations, requisite skills not available in area		VP-Business and Finance		Budgetary limitations		VP-Dev and Institutional Rel		Budgetary limitations, requisite skills not available in area

		H17		SSPC/SSPM (CB) Series		Usually require higher education experience (mid/high level position)		IT positions		Shortage in local market- unable to match money		Building/Grounds positions		Competition with tourism industry - shortage of labor in area

		H15		IT positions		noncompetitive salary opportunity		Law Enforcement		noncompetitive salary opportunity		Skilled Mtn (Trades Specs)		noncompetitive salary opportunity

		F05		Information Resource Consultant		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra		Statisticians		SAS software experience requirement.  Private sector competition.		Engineering/Geodetic Technicians		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		D17		GA50/60		Require specialized case management experience with children.		GA80		Hard to compete with private sector re:  compensation		AJ42/45		Hard to compete with private sector re: compensation

		R52		Attorney III		Pay Band/Salary

		U12		Engineering/Geodetic Technicians		Lack of qualified applicants		Anything in IT Services		Salary		Mechanics		Salary

		J04		Nutritionist		Salary & availability

		J04		Engineer		Salary & availability

		J04		Nursing		Salary & availability

		H03		Personal Computer Expert		Cannot Compete with Private Sector Salaries

		H03		Accountant		Requires Experience with Unique Software

		P36		Trades Specialists		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		P36		Administrative Assistants		Within this group there is a genuine need for those who can communicate with effective writing skills

		P36		Building/Grounds Specialists		Minimum skills are not always available

		L32		Information Resource Consultant		shortage of qualified applicants

		H09		Registered Nurse		Rate of pay and local competition

		H09		Statistician II		low salary

		H09		Printing Equip. Operator I & Student Services Mgr. I (Psychologist)		low salary

		H91		Program Manager I		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		H91		Grants Administrator I		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		H91		Information Resource Consultant II		Beginning salary is too low; shortage of applicants

		N08		Probation and Parole Agents		lack of a resource pool in certain geographic areas

		N08		Database Administrator		lack of qualified/trained applicants

		E12		Computer Programmer I & II		Lack of Qualified Candidates

		E12		Audits  Manager I & II		Salary level inadequate

		E12		Auditor III & IV		Salary level inadequate

		E12		Accountant/Fiscal Analyst I & Ii		Salary level inadequate

		H67		Transmitter Operator (FTS Supervisor)		Skills in short supply/cannot compete on salary

		H67		Graphics Producer (Production Manager III)		Skills in short supply/cannot compete on salary

		H67		MIS positions		Skills in short supply/cannot compete on salary

		H63		Computer Programmer II		Difficult to compete with salary market

		H63		Mechanic III		Difficult to compete with salary market

		H63		Education Associate		Certain positions require specialized program experience

		P26		Grants Adm I		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		P26		Information Technology Manager		New Position needed – Salary requirements will probably be beyond agency’s budget

		E16		Computer Programmers		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		E16		Program Manager III (specifically for our use in the Investments area)		Inability to compete with the salaries offered for this type of expertise in the private sector

		H12		HD60-75		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		H12		KC40		Salary

		H12		KA05		Salary

		P32		IT positions		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		P32		EDM 1, 11, and III (AD58, AD60		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		P32		Foreign office positions		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions
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				agency

		1		H03		1		Accountant		Requires Experience with Unique Software

		2		code9		2		accountant/fiscal analyst I		too much travel/salary not competitive

		3		E12		3		Accountant/Fiscal Analyst I & Ii		Salary level inadequate

		4		code9		4		accountant/fiscal analyst II		too much travel/salary not competitive

		5		code9		5		accountant/fiscal analyst III		too much travel/salary not competitive

		6		F27		6		Auditor III		Salary not competitive for qualified candidates

		7		E12		7		Auditor III & IV		Salary level inadequate

		8		E12		8		Audits  Manager I & II		Salary level inadequate

		9		code8		9		auditor III		requires work experience/too much travel

		10		H18		1		adm spec 1&2		Salary not competitive

		11		R08		2		Admin Asst/Court Reporter		job skills,  salary

		12		E20		3		Admin. Specialist (receptionist)		The nature of the work and agency standards/requirements

		13		E22		4		administrative assistant		Salary not competitive

		14		P36		5		Administrative Assistants		Within this group there is a genuine need for those who can communicate with effective writing skills

		15				1		IT		Agency size dictates a “Generalist” approach

		16		NO4		2		aj03		competitive salaries and small applicant pools

		17		NO5		3		aj07		competitive salaries and small applicant pools

		18		NO7		4		aj10		competitive salaries and small applicant pools

		19		NO6		5		aj12		competitive salaries and small applicant pools

		20		NO8		6		aj25		competitive salaries and small applicant pools

		21		D17		7		AJ42/45		Hard to compete with private sector re: compensation

		22		H75		8		AJ42/45		Salary not competitive

		23		R08		9		Application Analyst		job skills, salary

		24		R12		10		Applications Analyst I & II		Salary not competitive

		25		J02		11		applications analyst II		compensation / experience

		26		E12		12		Computer Programmer I & II		Lack of Qualified Candidates

		27		H63		13		Computer Programmer II		Difficult to compete with salary market

		28		E16		14		Computer Programmers		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		29		R44		15		Data Entry positions		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		30		R08		16		Info Resource Consultant		job skills, salary

		31		H79		17		Info Resource Consultant II		Agency size dictates a “Generalist” approach

		32		L32		18		Information Resource Consultant		shortage of qualified applicants

		33		F05		19		Information Resource Consultant		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra

		34		H87		20		information resource consultant I		lack of ability to pay

		35		H91		21		Information Resource Consultant II		Beginning salary is too low; shortage of applicants

		36		J20		22		Information Technology (AJ00)		Competitive pay and work/life programs. In addition to career opportunities

		37		P26		23		Information Technology Manager		New Position needed – Salary requirements will probably be beyond agency’s budget

		38		H95		24		information technology manager		salary

		39		R44		25		Information Technology Positions		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		40		R36		26		Investigator III – Pharmacy		Statute requires a registered pharmacist/ compensation

		41		H15		27		IT positions		noncompetitive salary opportunity

		42		P32		28		IT positions		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		43		H17		29		IT positions		Shortage in local market- unable to match money

		44		U12		30		IT Services		Salary

		45		H67		31		MIS positions		Skills in short supply/cannot compete on salary

		46		H03		32		Personal Computer Expert		Cannot Compete with Private Sector Salaries

		47		N08		33		Database Administrator		lack of qualified/trained applicants

		48		H18		34		system support tech		Salary not competitive

		49		R24		35		Senior Systems Programmer		agency equipment not mainstream

		50		H79				Archivist IV		Preferred T&E and budget limitations

		51		R28		1		AE10		can't match competing offers

		52		E22		2		attorney		Salary not competitive

		53		E20		3		Attorney I, II		The nature of the work and workload in certain sections
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		55		R52		5		Attorney III		Pay Band/Salary

		56		R24				Biologist		lack of qualified candidates

		57		H17				Building/Grounds positions		Competition with tourism industry - shortage of labor in area

		58		P36				Building/Grounds Specialists		Minimum skills are not always available

		59		R12				Claims Analyst I & II		Salary not competitive

		60		KO5				communications specialists		rotating shifts

		61		P32				EDM 1, 11, and III (AD58, AD60		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		62		H63				Education Associate		Certain positions require specialized program experience

		63		H24		1		Eng/Assoc Eng III		Budgetary limitations, requisite skills not available in area

		64		J04		2		Engineer		Salary & availability

		65		R04		3		engineer		Salary not competitive

		66		U12		4		Engineering/Geodetic Technicians		Lack of qualified applicants

		67		F05		5		Engineering/Geodetic Technicians		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		68		R36		6		Engineers		low compensation

		69		H12		7		HD60-75		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		70		P32				Foreign office positions		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions

		71		J16				forensic psychologist		labor market availability

		72		D17				GA50/60		Require specialized case management experience with children.

		73		D17				GA80		Hard to compete with private sector re:  compensation

		74		H73				psychologist		lack of degree

		75		R24				Geologist/Hydrologist		lack of qualified candidates

		76		P26				Grants Adm I		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		77		H91				Grants Administrator I		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		78		H67				Graphics Producer (Production Manager III)		Skills in short supply/cannot compete on salary

		82		J16		1		human service assistants/specialists		salary and work environment

		83		J21		2		Human Services (GA00)		Competitive pay and work/life programs. In addition to career opportunities

		84		L44		3		Human Services Assistant I		must live in state facility

		85		L24		4		human services assistant I		requires person to live in the dorm; low wages

		86		L12		5		human services specialist I		live-in

		87		L12		6		human services specialist II		outdoor environment; live-in

		88		code1		7		AG15		Salary & knowledge of State OHR procedures

		89		H12				KA05		Salary

		90		H75				KA05		Salary not competitive

		91		L12				food service specialist I		salary

		92		NO9				kb15		large scale food service and supervisory experience not available

		93		NO10				kb20		large scale food service and supervisory experience not available

		94		H75				KC30/40		Salary not competitive

		95		H12				KC40		Salary

		96		H15				Law Enforcement		noncompetitive salary opportunity

		97		H18				law enforcement officer 1		Salary not competitive

		98		KO5				entry level law enforcement positions		salary

		99		P28				LB10		Salary

		100		P28				LB20		Need minority candidate

		101		H87				library manager II		lack of appropriate experience

		102		KO5				license examiners		limited recruitment

		103		H63				Mechanic III		Difficult to compete with salary market

		104		U12				Mechanics		Salary

		105		H71		1		LPN		salary

		106		NO4		2		ea20		competitive salaries and prison environment

		107		NO4		3		ea30		competitive salaries and prison environment

		108		code1		4		Nursing instructors		Salary not competitive

		109		J12		5		nurses		location and salary

		110		J04		6		Nursing		Salary & availability

		111		R36		7		Program Manager I – Nursing		low compensation

		112		H09		8		Registered Nurse		Rate of pay and local competition

		113		J02		9		registered nurse I and II		rural out-station offices

		114		H71		10		RN		salary

		115		J04				Nutritionist		Salary & availability

		116		H73				physician		salary

		117		J12				psychiatric service director / program managers		lack of expertise

		118		J12				psychiatrist		location and salary

		119		H95				planetarium director		salary

		120		H09				Printing Equip. Operator I & Student Services Mgr. I (Psychologist)		low salary

		121		N08				Probation and Parole Agents		lack of a resource pool in certain geographic areas

		122		L24				production assistant II		hours

		123		L44				Production Assistant II		requires work outside normal office hours

		124		H91				Program Manager I		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		125		E16				Program Manager III (specifically for our use in the Investments area)		Inability to compete with the salaries offered for this type of expertise in the private sector

		126		R44				Property Analysts		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		127		H75				PT/OT (all therapists)		supply and demand, non-competitive salaries

		128		H95				public safety and building maintenance		salary

		129		R04				rates analyst		lack of qualified candidates

		130		L24				recreational specialist III		hours

		131		L44				Recreational Specialist III		requires work outside normal office hours

		132		H15				Skilled Mtn (Trades Specs)		noncompetitive salary opportunity

		133		J02				social worker III		rural out-station offices

		134		H75				special education teachers		certification issues; not enough college education programs

		135		H17				SSPC/SSPM (CB) Series		Usually require higher education experience (mid/high level position)

		136		L46				statistical and research analyst III		diverse functions -- public information, technology, research and administration

		137		H09				Statistician II		low salary

		138		F05				Statisticians		SAS software experience requirement.  Private sector competition.

		139		P36				Trades Specialists		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		140		H67				Transmitter Operator (FTS Supervisor)		Skills in short supply/cannot compete on salary

		141		H73				vehicle operator		salary

		142		H75				vehicle operators		non-competitive salaries

		143		H24				VP-Business and Finance		Budgetary limitations

		144		H24				VP-Dev and Institutional Rel		Budgetary limitations, requisite skills not available in area

		145		H27		Administrative Services		Administrative Assistant		Lack of job content experience

		146		H51		Administrative Services		Administrative Assistant		Lack of job content experience

		147		Tech Schools		Fiscal Services		Fiscal Services

		148		L04		Human Services Specialist		Human Services Specialist		Unpleasant work enviroment

		149		L04		IT		Programmer		Non competitive salary

		150		L04		IT		Applications analyst		Non competitive salary

		151		H27		IT		IT		Non competitive salary

		152		H51		IT		IT		Non competitive salary

		153		Tech Schools		IT		IT

		154		Tech Schools		Nursing Services		Nursing Services

		155		H27				Development Offices		Lack of job content experience

		156		H51				Research Specialists		Lack of job content experience

		157		E24				Emergency Preparedness		Lack of job content experience

		158		N12				Psychologist		Lack of professional degree

		159		N12				Social Worker		Lack of professional degree

		160		N12				Physical Therapist		Non competitive salary
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		agency

		tech		Cross-trainingCareer Pathing

		R28		Have the ability to offer salaries comparable to those in the private sector.

		H18		Have financial assets to offer competitive salaries

		R04		reduce MTE		increase salary		expand career path

		H75		Continue to identify funding to raise minimum salaries despite low state minimiums.		Continue to encoursage OHR to update salary ranges to meet market condidtions.

		code9		increase salary		reduce travel time

		code8		increase salary		increase advancement opportunities

		R12		We are benchmarking starting salaries within specific classification salary bands based on years work experience

		R24		Targeted recruitment in and out of state for hard to fill positions

		F27		Increase starting salary

		H79		With current budget constraints, identify and obtain alternative sources of funds

		J20		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		L44		Changing hours of position however the hours are dictated by client programs.

		R36		Review internal recruitment and classification

		R44		Better recruitment on the part of our agency		Study and streamline the hiring process

		H73		broaden recruiting base

		H75		host or attend job/career fairs

		H75		form alliance with college programs across the state and nation

		H87		already providing flexible work schedule, training opportunities and compensation options

		H95		provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		J02		more liberal recruiting salaries

		J12		given money, resources and manpower -- we can do everything

		J16		continue to increase entry level salaries within the range, continue to to improve work environment

		KO5		raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		L24		changing hours of position however the hours are dictated by client programs

		L46		need additional full-time employment positions

		NO4		expand benefits to non-traditional areas (such as travel) and secure funding to implement

		NO4		adopt non-traditional, flexible work rules

		NO4		offer greater job security for executive compensation positions

		P28		Currently analyzing process to develop recommendations

		R08		Expand salary ranges; more flexibility with funds

		E20		Increase job sharing concept		Consider salary adjustment/incentive for new hires		Institute internal merit increases

		H24		Make speedy decisions regarding salary offers so as to not loose candidate

		H17		Cultivate existing staff for mobility within organization

		H15		We are currently doing all we can within our limitations

		F05		Target and implement specialized recruiting efforts.  Develop more trainee type opportunities internally.

		D17		Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		R52		We are not aware of anything that could be done at the agency level.

		U12		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		J04		Accept applications for hard-to-fill positions at any time		Increase hiring level

		H03		Emphasize Desirable Working Conditions and Opportunities for Professional Development

		P36		More cross-training		Hire a less qualified employee but be prepared to train the individual as needed

		H09		Offer more money and pay current employees more		When applicable, utilize flex-time and job sharing as incentives		Establish a day care center as a service to employees/incentive

		H91		Succession training		Tightening up the timeline for the interview process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		N08		Increase the recruiting effort in geographic areas with low density applicant pool.		Utilizing targeted recruiting as the employment opportunity presents itself

		E12		Increase internships and cooperative educational programs for college students

		H67		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		H63		Attend Information Technology career fairs		create applicant pool for Mechanic III		advertise at Center for Teacher Recruitment

		P26		Ask for re-classification of position to more closely align our needs with a proper class

		P26		Budget process for more salary dollars which we have not had too much success with in the past

		H12		Establish authorization for equivalency approval delegation		Establish hiring rate for specialized trades areas		Eliminate use of lowest level in KA05

		P32		Implement internal training programs and increase internships		Work with Budget and Control Board to develop special provisions for unusual hires		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting		Participate more scientifically in recruitment/job fair processes
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		agency

		J04		Accept applications for hard-to-fill positions at any time		Increase hiring level

		NO4		adopt non-traditional, flexible work rules

		U12		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		H87		already providing flexible work schedule, training opportunities and compensation options

		P26		Ask for re-classification of position to more closely align our needs with a proper class

		H63		Attend Information Technology career fairs		create applicant pool for Mechanic III		advertise at Center for Teacher Recruitment

		D17		Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		R44		Better recruitment on the part of our agency		Study and streamline the hiring process

		H73		broaden recruiting base

		P26		Budget process for more salary dollars which we have not had too much success with in the past

		L24		changing hours of position however the hours are dictated by client programs

		L44		Changing hours of position however the hours are dictated by client programs.

		H75		Continue to identify funding to raise minimum salaries despite low state minimiums.		Continue to encoursage OHR to update salary ranges to meet market condidtions.

		J16		continue to increase entry level salaries within the range, continue to to improve work environment

		tech		Cross-trainingCareer Pathing

		H17		Cultivate existing staff for mobility within organization

		P28		Currently analyzing process to develop recommendations

		H03		Emphasize Desirable Working Conditions and Opportunities for Professional Development

		H12		Establish authorization for equivalency approval delegation		Establish hiring rate for specialized trades areas		Eliminate use of lowest level in KA05

		NO4		expand benefits to non-traditional areas (such as travel) and secure funding to implement

		R08		Expand salary ranges; more flexibility with funds

		J20		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		H75		form alliance with college programs across the state and nation

		J12		given money, resources and manpower -- we can do everything

		H18		Have financial assets to offer competitive salaries

		R28		Have the ability to offer salaries comparable to those in the private sector.

		H75		host or attend job/career fairs

		P32		Implement internal training programs and increase internships		Work with Budget and Control Board to develop special provisions for unusual hires		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting		Participate more scientifically in recruitment/job fair processes

		E12		Increase internships and cooperative educational programs for college students

		E20		Increase job sharing concept		Consider salary adjustment/incentive for new hires		Institute internal merit increases

		H67		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		code9		increase salary		reduce travel time

		code8		increase salary		increase advancement opportunities

		F27		Increase starting salary

		N08		Increase the recruiting effort in geographic areas with low density applicant pool.		Utilizing targeted recruiting as the employment opportunity presents itself

		H24		Make speedy decisions regarding salary offers so as to not loose candidate

		P36		More cross-training		Hire a less qualified employee but be prepared to train the individual as needed

		J02		more liberal recruiting salaries

		L46		need additional full-time employment positions

		NO4		offer greater job security for executive compensation positions

		H09		Offer more money and pay current employees more		When applicable, utilize flex-time and job sharing as incentives		Establish a day care center as a service to employees/incentive

		H95		provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		KO5		raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		R04		reduce MTE		increase salary		expand career path

		R36		Review internal recruitment and classification

		H91		Succession training		Tightening up the timeline for the interview process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		F05		Target and implement specialized recruiting efforts.  Develop more trainee type opportunities internally.

		R24		Targeted recruitment in and out of state for hard to fill positions

		R12		We are benchmarking starting salaries within specific classification salary bands based on years work experience

		H15		We are currently doing all we can within our limitations

		R52		We are not aware of anything that could be done at the agency level.

		H79		With current budget constraints, identify and obtain alternative sources of funds
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		agency

		code1		Allow agencies to hire at competitive rates

		code1		Allow agencies to hire without so much research & pages of justifications

		code1		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		R28		Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		H18		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		R04		expand rate analyst classification again

		H75		Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		H75		Support legislation to approve greater annual, merit and other increases.		Fuly fund legislatively mandated increases.		Raise pay ranges in classified system to reflect market conditions.

		E22		hire above the minimum

		code9		permit agency to increase salaries

		code8		lobby for increased pay and benefits

		code7		Raise pay ranges in classified system to reflect market conditions.

		R12		Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		P24		Targeted recruitment in and out of state for hard to fill positions

		F27		Forward qualified applicants to our office

		H79		Assist in the identification of qualified candidates who would be promotable to these positions

		J20		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		R36		Provide a pool of qualified applicants through central recruitment for the state

		R44		Delegate all hire aboves to agencies		Continue the State Career Fair.  That was extremely well done and successful.		Do a comprehensive IT study

		H71		Continue to approve salaries above minimum salary that the agency can approve

		H73		help us broaden/find a recruiting base

		H73		we would like to have an increase in classification delegation authority

		H75		provide recruitment sources relative to agency needs

		H87		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		H95		standardize funding for all state public safety officers to prevent agency "raiding"		provide more job fairs -- especially in rural areas

		J02		delegation to the maximum

		J12		take outside market place more into consideration when comparing salaries

		J16		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		KO5		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		L12		study pay for state positions vs. private industry more often		continue to post to the internet

		L46		screen applicants referred to agency better

		NO4		continue expansion of delegated authority in all areas

		NO4		assist with legislation to offer greater job security to deputy directors

		NO4		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		P28		Refer additional minorities

		R08		Provide a pool of applicants to fill these positions to agencies

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H24		Spedy turnaround on salary requests related to hiring

		H15		Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		F05		Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		D17		Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		R52		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		U12		Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		J04		Track separation reasons by classification		Prompt response to salary requests		Increase pay bands		Partner with schools to increase awareness of state job opportunities

		H03		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		P36		On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		H09		Reinstate step increases to provide rewards for service time		Continue granting money for pay increases based on employee performance

		H91		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		E12		Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities		Work with universities to broaden the scope of governmental course curriculums		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		H67		Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		H63		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		P26		Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		H12		Eliminate state approval requirement for equivalency decisions		Establish new class for Arborists, Sewing Machine Operators/production specialists		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges		Move to market driven compensation policy that would allow flexibility

		P32		Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		P32		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)

		P32		Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		P32		Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).
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		agency

		P32		Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		J20		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		H79		Assist in the identification of qualified candidates who would be promotable to these positions

		NO4		assist with legislation to offer greater job security to deputy directors

		F05		Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		H15		Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		H75		Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		P26		Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		H87		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		H18		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		NO4		continue expansion of delegated authority in all areas

		H71		Continue to approve salaries above minimum salary that the agency can approve

		KO5		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		R28		Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		R44		Delegate all hire aboves to agencies		Continue the State Career Fair.  That was extremely well done and successful.		Do a comprehensive IT study

		J02		delegation to the maximum

		E12		Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities		Work with universities to broaden the scope of governmental course curriculums		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		H91		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		P32		Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).

		H12		Eliminate state approval requirement for equivalency decisions		Establish new class for Arborists, Sewing Machine Operators/production specialists		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges		Move to market driven compensation policy that would allow flexibility

		R04		expand rate analyst classification again

		H03		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		H67		Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		F27		Forward qualified applicants to our office

		H73		help us broaden/find a recruiting base

		P32		Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		E22		hire above the minimum

		code8		lobby for increased pay and benefits

		U12		Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		R52		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		P36		On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		H63		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		code9		permit agency to increase salaries

		R08		Provide a pool of applicants to fill these positions to agencies

		R36		Provide a pool of qualified applicants through central recruitment for the state

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H75		provide recruitment sources relative to agency needs

		code7		Raise pay ranges in classified system to reflect market conditions.

		NO4		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		P28		Refer additional minorities

		H09		Reinstate step increases to provide rewards for service time		Continue granting money for pay increases based on employee performance

		J16		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		R12		Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		L46		screen applicants referred to agency better

		H24		Spedy turnaround on salary requests related to hiring

		H95		standardize funding for all state public safety officers to prevent agency "raiding"		provide more job fairs -- especially in rural areas

		L12		study pay for state positions vs. private industry more often		continue to post to the internet

		H75		Support legislation to approve greater annual, merit and other increases.		Fuly fund legislatively mandated increases.		Raise pay ranges in classified system to reflect market conditions.

		J12		take outside market place more into consideration when comparing salaries

		P24		Targeted recruitment in and out of state for hard to fill positions

		J04		Track separation reasons by classification		Prompt response to salary requests		Increase pay bands		Partner with schools to increase awareness of state job opportunities

		D17		Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		H73		we would like to have an increase in classification delegation authority

		P32		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)
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		Nursing Services
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		Human Services

		Engineering Services

		Administrative Services

		Legal Services



Number of Responses

Most Difficult Positions to Fill
(53 agencies responding - multiple responses from each agency allowed)
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		40		Information Technology

		11		Nursing Services

		10		Fiscal Services

		8		Human Services

		7		Engineering Services

		5		Administrative Services

		5		Legal Services





Sheet2

		

				Archivist IV

				Biologist

				Building/Grounds positions

				Building/Grounds Specialists

				Claims Analyst I & II

				communications specialists

				EDM 1, 11, and III (AD58, AD60

				Education Associate

				entry level law enforcement positions

				food service specialist I

				Foreign office positions

				forensic psychologist

				GA50/60

				GA80

				Geologist/Hydrologist

				Grants Adm I

				Grants Administrator I

				Graphics Producer (Production Manager III)

				KA05

				KA05

				kb15

				kb20

				KC30/40

				KC40

				Law Enforcement

				law enforcement officer 1

				LB10

				LB20

				library manager II

				license examiners

				Mechanic III

				Mechanics

				Nutritionist

				physician

				planetarium director

				Printing Equip. Operator I & Student Services Mgr. I (Psychologist)

				Probation and Parole Agents

				production assistant II

				Production Assistant II

				Program Manager I

				Program Manager III (specifically for our use in the Investments area)

				Property Analysts

				psychiatric service director / program managers

				psychiatrist

				psychologist

				PT/OT (all therapists)

				public safety and building maintenance

				rates analyst

				recreational specialist III

				Recreational Specialist III

				Skilled Mtn (Trades Specs)

				social worker III

				special education teachers

				SSPC/SSPM (CB) Series
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		Requires Experience with Unique Software

		Agency size dictates a “Generalist” approach

		Agency size dictates a “Generalist” approach

		Certain positions require specialized program experience

		certification issues; not enough college education programs

		agency equipment not mainstream

		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		Beginning salary is too low; shortage of applicants

		Budgetary limitations

		Budgetary limitations, requisite skills not available in area

		Budgetary limitations, requisite skills not available in area

		Cannot Compete with Private Sector Salaries

		can't match competing offers

		compensation / experience

		Competition with tourism industry - shortage of labor in area

		Competitive pay and work/life programs. In addition to career opportunities

		Competitive pay and work/life programs. In addition to career opportunities

		competitive salaries and prison environment

		competitive salaries and prison environment

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		Difficult to compete with salary market

		Difficult to compete with salary market

		diverse functions -- public information, technology, research and administration

		Hard to compete with private sector re:  compensation

		Hard to compete with private sector re: compensation

		hours

		hours

		Inability to compete with the salaries offered for this type of expertise in the private sector

		job skills,  salary

		job skills, salary

		job skills, salary

		labor market availability

		lack of a resource pool in certain geographic areas

		lack of ability to pay

		lack of appropriate experience

		lack of degree

		lack of expertise

		Lack of qualified applicants

		Lack of Qualified Candidates

		lack of qualified candidates

		lack of qualified candidates

		lack of qualified candidates

		lack of qualified/trained applicants

		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		large scale food service and supervisory experience not available

		large scale food service and supervisory experience not available

		limited recruitment

		live-in

		location and salary

		location and salary

		low compensation

		low compensation

		low salary

		low salary

		Minimum skills are not always available

		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		must live in state facility

		Need minority candidate

		New Position needed – Salary requirements will probably be beyond agency’s budget

		non-competitive salaries

		noncompetitive salary opportunity

		noncompetitive salary opportunity

		noncompetitive salary opportunity

		outdoor environment; live-in

		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		Pay Band/Salary

		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		Preferred T&E and budget limitations

		Rate of pay and local competition

		Require specialized case management experience with children.

		requires person to live in the dorm; low wages

		requires work experience/too much travel

		requires work outside normal office hours

		requires work outside normal office hours

		rotating shifts

		rural out-station offices

		rural out-station offices

		salary

		Salary

		Salary

		salary

		Salary

		salary

		Salary

		Salary

		salary

		salary

		salary

		salary

		salary

		salary

		Salary & availability

		Salary & availability

		Salary & availability

		Salary & knowledge of State OHR procedures

		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		salary and work environment

		Salary level inadequate

		Salary level inadequate

		Salary level inadequate

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive for qualified candidates

		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		SAS software experience requirement.  Private sector competition.

		Shortage in local market- unable to match money

		shortage of qualified applicants

		Skills & knowledge not readily available

		Skills in short supply/cannot compete on salary

		Skills in short supply/cannot compete on salary

		Skills in short supply/cannot compete on salary

		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions

		Statute requires a registered pharmacist/ compensation

		supply and demand, non-competitive salaries

		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		The nature of the work and agency standards/requirements

		The nature of the work and workload in certain sections

		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		too much travel/salary not competitive

		too much travel/salary not competitive

		too much travel/salary not competitive

		Usually require higher education experience (mid/high level position)

		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra

		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		Within this group there is a genuine need for those who can communicate with effective writing skills





Chart2

		Increase compensation

		Modify recruitment process

		Expand career pathing

		Adopt flexible work rules

		Expand benefits

		Cross-training

		Create applicant pool



Number of responses

Internal Agency Actions
(46 agencies responding - multiple responses from each agency allowed)

21

20

7

4

4

3

3



chart2 data

		

		21		Increase compensation

		20		Modify recruitment process

		7		Expand career pathing

		4		Adopt flexible work rules

		4		Expand benefits

		3		Cross-training

		3		Create applicant pool





internal

		

		1		Adopt flexible work rules		Adopt non-traditional, flexible work rules

		2		Adopt flexible work rules		Changing hours of position however the hours are dictated by client programs

		3		Adopt flexible work rules		Increase job sharing concept

		4		Adopt flexible work rules		When applicable, utilize flex-time and job sharing as incentives

		5		Create applicant pool		Accept applications for hard-to-fill positions at any time

		6		Create applicant pool		Create applicant pool for Mechanic III

		7		Create applicant pool		Tech Schools

		7		Cross-training		Cultivate existing staff for mobility within organization

		7		Cross-training		More cross-training

		7		Cross-training		Tech Schools

		12		Expand benefits		Establish a day care center as a service to employees/incentive

		13		Expand benefits		Expand benefits to non-traditional areas (such as travel) and secure funding to implement

		14		Expand benefits		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		15		Expand benefits		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting

		16		Expand career pathing		Develop more trainee type opportunities internally.

		17		Expand career pathing		Expand career path

		18		Expand career pathing		Hire a less qualified employee but be prepared to train the individual as needed

		19		Expand career pathing		Implement internal training programs and increase internships

		20		Expand career pathing		Increase advancement opportunities

		21		Expand career pathing		Review internal recruitment and classification

		22		Expand career pathing		Tech Schools

		23		Increase compensation		Budget process for more salary dollars which we have not had too much success with in the past

		24		Increase compensation		Consider salary adjustment/incentive for new hires

		25		Increase compensation		Continue to identify funding to raise minimum salaries despite low state minimiums.

		26		Increase compensation		Continue to increase entry level salaries within the range, continue to to improve work environment

		27		Increase compensation		Eliminate use of lowest level in KA05

		28		Increase compensation		Establish hiring rate for specialized trades areas

		29		Increase compensation		Expand salary ranges; more flexibility with funds

		30		Increase compensation		Have financial assets to offer competitive salaries

		31		Increase compensation		Have the ability to offer salaries comparable to those in the private sector.

		32		Increase compensation		Increase hiring level

		33		Increase compensation		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		34		Increase compensation		Increase salary

		35		Increase compensation		Increase salary

		36		Increase compensation		Increase salary

		37		Increase compensation		Increase starting salary

		38		Increase compensation		Institute internal merit increases

		39		Increase compensation		Offer more money and pay current employees more

		40		Increase compensation		Provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		41		Increase compensation		Raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		42		Increase compensation		With current budget constraints, identify and obtain alternative sources of funds

		43		Increase compensation		Tech Schools

		44		Modify recruitment process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		45		Modify recruitment process		Advertise at Center for Teacher Recruitment

		46		Modify recruitment process		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		47		Modify recruitment process		Ask for re-classification of position to more closely align our needs with a proper class

		48		Modify recruitment process		Attend Information Technology career fairs

		49		Modify recruitment process		Better recruitment on the part of our agency

		50		Modify recruitment process		Broaden recruiting base

		51		Modify recruitment process		Form alliance with college programs across the state and nation

		52		Modify recruitment process		Host or attend job/career fairs

		53		Modify recruitment process		Increase internships and cooperative educational programs for college students

		54		Modify recruitment process		Increase the recruiting effort in geographic areas with low density applicant pool.

		55		Modify recruitment process		Make speedy decisions regarding salary offers so as to not loose candidate

		56		Modify recruitment process		Participate more scientifically in recruitment/job fair processes

		57		Modify recruitment process		Study and streamline the hiring process

		58		Modify recruitment process		Target and implement specialized recruiting efforts.

		59		Modify recruitment process		Targeted recruitment in and out of state for hard to fill positions

		60		Modify recruitment process		Tightening up the timeline for the interview process

		61		Modify recruitment process		Utilizing targeted recruiting as the employment opportunity presents itself

		62		Modify recruitment process		Work with Budget and Control Board to develop special provisions for unusual hires

		63		Modify recruitment process		H51

		64		Modify recruitment process		L04

		65		Modify recruitment process		Tech Schools

		66				Emphasize Desirable Working Conditions and Opportunities for Professional Development

		67				Establish authorization for equivalency approval delegation

		68				Given money, resources and manpower -- we can do everything

		69				Succession training

		70				We are benchmarking starting salaries within specific classification salary bands based on years work experience

		71				We are currently doing all we can within our limitations

		72				We are not aware of anything that could be done at the agency level.

		73				More liberal recruiting salaries

		74				Need additional full-time employment positions

		75				Offer greater job security for executive compensation positions

		76				Reduce MTE

		77				Reduce travel time

		78				Already providing flexible work schedule, training opportunities and compensation options

		79				Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		80				Continue to encoursage OHR to update salary ranges to meet market condidtions.

		81				Currently analyzing process to develop recommendations

		82		H27		Changes needed are external to the University

		83		E24		Request additional funding from legislature





Chart3

		Continue efforts to make compensation package competitive with private sector job market

		Delegate more authority to agencies

		Develop applicant pool

		Continue State Career Fair



Number of responses

Suggested OHR Actions
(45 agencies responding - multiple responses from each agency allowed)

24

12

11

4



chart3 data

		

		24		Continue efforts to make compensation package competitive with private sector job market

		12		Delegate more authority to agencies

		11		Develop applicant pool

		4		Continue State Career Fair





ohr actions

		

		1		1		Continue State Career Fair		Continue the State Career Fair.  That was extremely well done and successful.

		2		2		Continue State Career Fair		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		3		3		Continue State Career Fair		provide more job fairs -- especially in rural areas

		4		4		Continue State Career Fair		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		7		1		Delegate more authority to agencies		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		9		2		Delegate more authority to agencies		Delegate all hire aboves to agencies

		10		3		Delegate more authority to agencies		delegation to the maximum

		11		4		Delegate more authority to agencies		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges

		12		5		Delegate more authority to agencies		Eliminate state approval requirement for equivalency decisions

		13		6		Delegate more authority to agencies		hire above the minimum

		14		7		Delegate more authority to agencies		permit agency to increase salaries

		15		8		Delegate more authority to agencies		we would like to have an increase in classification delegation authority

		16		9		Delegate more authority to agencies		continue expansion of delegated authority in all areas

		17		10		Delegate more authority to agencies		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		18		11		Delegate more authority to agencies		H27

		19		12		Delegate more authority to agencies		Tech Schools

		20		1		Develop applicant pool		Assist in the identification of qualified candidates who would be promotable to these positions

		21		2		Develop applicant pool		Forward qualified applicants to our office

		22		3		Develop applicant pool		help us broaden/find a recruiting base

		23		4		Develop applicant pool		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		24		5		Develop applicant pool		Provide a pool of applicants to fill these positions to agencies

		25		6		Develop applicant pool		Provide a pool of qualified applicants through central recruitment for the state

		26		7		Develop applicant pool		Refer additional minorities

		27		8		Develop applicant pool		screen applicants referred to agency better

		28		9		Develop applicant pool		Targeted recruitment in and out of state for hard to fill positions

		29		10		Develop applicant pool		provide recruitment sources relative to agency needs

		30		11		Develop applicant pool		Tech Schools

		31		1		Move to market driven compensation		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		32		2		Move to market driven compensation		Move to market driven compensation policy that would allow flexibility

		34		4		Move to market driven compensation		Raise pay ranges in classified system to reflect market conditions.

		35		5		Move to market driven compensation		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		36		6		Move to market driven compensation		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		37		7		Move to market driven compensation		study pay for state positions vs. private industry more often

		38		8		Move to market driven compensation		Support legislation to approve greater annual, merit and other increases.

		39		9		Move to market driven compensation		take outside market place more into consideration when comparing salaries

		40		10		Move to market driven compensation		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)

		41		11		Move to market driven compensation		assist with legislation to offer greater job security to deputy directors

		42		12		Move to market driven compensation		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		43		13		Move to market driven compensation		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		44		14		Move to market driven compensation		Continue granting money for pay increases based on employee performance

		45		15		Move to market driven compensation		Continue to approve salaries above minimum salary that the agency can approve

		46		16		Move to market driven compensation		expand rate analyst classification again

		47		17		Move to market driven compensation		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		48		18		Move to market driven compensation		Increase pay bands

		49		19		Move to market driven compensation		lobby for increased pay and benefits

		50		20		Move to market driven compensation		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		51		21		Move to market driven compensation		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations

		52		22		Move to market driven compensation		E24

		53		23		Move to market driven compensation		H51

		54		24		Move to market driven compensation		L04

		55		25		Move to market driven compensation		Tech Schools

		56						Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		57						Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		58						Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		59						Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		60						Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		61						Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities

		62						Do a comprehensive IT study

		63						Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).

		64						Establish new class for Arborists, Sewing Machine Operators/production specialists

		65						Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		66						Fuly fund legislatively mandated increases.

		67						Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		68						Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		69						On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		70						Partner with schools to increase awareness of state job opportunities

		71						Prompt response to salary requests

		72						Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		73						Reinstate step increases to provide rewards for service time

		74						Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		75						Spedy turnaround on salary requests related to hiring

		76						standardize funding for all state public safety officers to prevent agency "raiding"

		77						Track separation reasons by classification

		78						Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		79						Work with universities to broaden the scope of governmental course curriculums

		80						continue to post to the internet

								Delegate more authority to agencies		Allow greater flexibility and authority for the University to establish positions at competitive pay bands		Delegate authority to approve abouve minimum hiring rates up to mazimum of the pay band.

								Delegate more authority to agencies

								Develop applicant pool						get text from surveys

								Move to market driven compensation		Salary and bank levels comparable to counties and utility companies

								Move to market driven compensation		Continue to work on compensation for IT positions

								Move to market driven compensation

								Move to market driven compensation
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first

				agency code		obstacle		position

		1		L34		lowSalary (salary structures are constrained by agency head salary)

		2		H79		Agency budget limitation in meeting salary demands of certain highly qualified applicants

		3		H47		Competition with private sector

		4		R36		competitive job market

		5		J04		lack of Competitive pay

		6		H09		inAbility to offer competitive salaries

		7		H03		Inadequate Compensation		IT

		8		N08		low salaray		Probation and Parole Agents

		9		E20		low salaries

		10		H95		low salaries due to budget constraints

		11		code 7		low salary		all		lowcountry

		12		E22		low salary		all

		13		H06		low salary

		14		H15		low salary

		15		H18		low salary

		16		H71		low salary

		17		H75		low salary		service/support

		18		H87		low salary		all

		19		J02		low salary

		20		J12		low salary		psychaitrists

		21		J16		low salary		rn's lpns human services assistants

		22		KO5		low salary		highway patrol/license examinerscommunications specialists,

		23		L24		low salary

		24		L44		low salary

		25		N04		low salary		medical

		26		P24		low salary

		27		P28		low salary

		28		R12		low salary

		29		R28		low salary

		30		R52		low salary

		31		S60		low salary

		32		H73		low salary levles / can't compete with the private sector		counselor, doc

		33		H17		low salary offers

		34		H21		low salary offers																				specia

		35		H24		low salary offers due to budgetary limitations

		36		R08		non-competitive salaries

		37		P12		matching salary requirements  and maintain equity in internal salary structure when filling a postion requiring a special combination of education, training, and experience.

		38		F27		Starting Salary		Auditor

		39		P26		Salary

		40		H12		Salary/budgetary limitations		Information TechnologySeries

		41		P32		low State funding		IT

		42		E24		Budget Limitations		EPD, IT, Trades Spec

		43		H51		Non-competitive Salaries

		44		L04		Low salaries

		45		Tech Schools		Non-competitive Salaries

		46		code9		positions require significant travel		accountant/fiscal analysts						examing division

		47		E16		Recruiting industry specific candidates for areas such as investments or banking that will consider employment with state gov’t more appealing than private industry

		48		H75		recruiting teachers with certification in special ed and/or dual certification -- fewer graduates		classroom teacher/speech pathologist

		49		R44		Attracting applicants with degrees who have mainframe and microcomputer experience		IT

		50		H91		Generally in-state candidates do not have the breadth of experience we are seeking in this kind of position		Arts Coordinator II

		51		D17		lack of education and experience

		52		R14		lack of experience in the Medical Malpractice Field

		53		U12		Lack of individuals with related experience

		54		R04		lack of qualified candidates		auditor III,IV

		55		E12		Lack of Qualified Candidates		Finance,Accounting, Audit,Computer Programmer

		56		code8		lack of relevant experience		autditor III		finance division

		57		H67		Lack of specific technical skills in market		Engineers, MIS,WEB

		58		H27		Inability to attract fully qualified candidates		IT, Professial Positions

		59		L12		rural location		all

		60		N12		Unpleasant work environment

		61		F05		T&E classification too broad

		62		J20		Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).		Professional

		63		P36		Inadequate interviewing / recruitment skills

		64		L46		lack of white applicants		all

		65		H63		Pay  (Bringing candidates in at pay rates higher thancurrent employees are earning.)





first (2)

				agency code		obstacle		position

				H79		Inadequate Compensation				1		Budget Limitations				Agency budget limitation in meeting salary demands of certain highly qualified applicants

				H95		Inadequate Compensation				2		Budget Limitations				low salaries due to budget constraints

				H24		Inadequate Compensation				3		Budget Limitations				low salary offers due to budgetary limitations

				H12		Inadequate Compensation				4		Budget Limitations				Salary/budgetary limitations

				P32		Inadequate Compensation				5		Budget Limitations				low State funding

				E24		Budget Limitations		EPD, IT, Trades Spec		6		Budget Limitations

				R08		Inadequate Compensation				1		Compensation related issues				non-competitive salaries

				L34		Inadequate Compensation				2		Compensation related issues				lowSalary (salary structures are constrained by agency head salary)

				H03		Inadequate Compensation				3		Compensation related issues				Inadequate Compensation

				N08		Inadequate Compensation				4		Compensation related issues				low salaray

				E20		Inadequate Compensation				5		Compensation related issues				low salaries

				code 7		Inadequate Compensation				6		Compensation related issues				low salary

				E22		Inadequate Compensation				7		Compensation related issues				low salary

				H06		Inadequate Compensation				8		Compensation related issues				low salary

				H15		Inadequate Compensation				9		Compensation related issues				low salary

				H18		Inadequate Compensation				10		Compensation related issues				low salary

				H71		Inadequate Compensation				11		Compensation related issues				low salary

				H75		Inadequate Compensation				12		Compensation related issues				low salary

				H87		Inadequate Compensation				13		Compensation related issues				low salary

				J02		Inadequate Compensation				14		Compensation related issues				low salary

				J12		Inadequate Compensation				15		Compensation related issues				low salary

				J16		Inadequate Compensation				16		Compensation related issues				low salary

				KO5		Inadequate Compensation				17		Compensation related issues				low salary

				L24		Inadequate Compensation				18		Compensation related issues				low salary

				L44		Inadequate Compensation				19		Compensation related issues				low salary

				N04		Inadequate Compensation				20		Compensation related issues				low salary

				P24		Inadequate Compensation				21		Compensation related issues				low salary

				P28		Inadequate Compensation				22		Compensation related issues				low salary

				R12		Inadequate Compensation				23		Compensation related issues				low salary

				R28		Inadequate Compensation				24		Compensation related issues				low salary

				R52		Inadequate Compensation				25		Compensation related issues				low salary

				S60		Inadequate Compensation				26		Compensation related issues				low salary

				H17		Inadequate Compensation				27		Compensation related issues				low salary offers

				H21		Inadequate Compensation				28		Compensation related issues				low salary offers

				F27		Inadequate Compensation				29		Compensation related issues				Starting Salary

				P26		Inadequate Compensation				30		Compensation related issues				Salary

				L04		Low salaries				31		Compensation related issues

				code 1		Inadequate Compensation				32		Compensation related issues				Ability to pay competitive salaries;low wages of current employees make it difficult to hire new employees above current wages

				H47		Inadequate Compensation				33		Compensation related issues				Competition with private sector

				R36		Inadequate Compensation				34		Compensation related issues				competitive job market

				J04		Inadequate Compensation				35		Compensation related issues				lack of Competitive pay

				H09		Inadequate Compensation				36		Compensation related issues				inAbility to offer competitive salaries

				H73		Inadequate Compensation				37		Compensation related issues				low salary levles / can't compete with the private sector

				H51		Non-competitive Salaries				38		Compensation related issues

				Tech Schools		Non-competitive Salaries				39		Compensation related issues

		1		code9		Inability to attract fully qualified candidates		accountant/fiscal analysts

		2		E16		Inability to attract fully qualified candidates

		3		H75		Inability to attract fully qualified candidates		classroom teacher/speech pathologist

		4		R44		Inability to attract fully qualified candidates		IT

		5		H91		Inability to attract fully qualified candidates		Arts Coordinator II

		6		D17		Inability to attract fully qualified candidates

		7		R14		Inability to attract fully qualified candidates

		8		U12		Inability to attract fully qualified candidates

		9		R04		Inability to attract fully qualified candidates		auditor III,IV

		10		E12		Inability to attract fully qualified candidates		Finance,Accounting, Audit,Computer Programmer

		11		code8		Inability to attract fully qualified candidates		autditor III

		12		H67		Inability to attract fully qualified candidates		Engineers, MIS,WEB

		13		H27		Inability to attract fully qualified candidates		IT, Professial Positions

				L12		rural location		all

				F05		T&E classification too broad

				J20		Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).		Professional

				P36		Inadequate interviewing / recruitment skills

				L46		lack of white applicants		all

				H63		Pay  (Bringing candidates in at pay rates higher thancurrent employees are earning.)

				N12		Unpleasant work environment





second

		agency code		obstacle		position

		H67		Lack of competitive salaries at SCETV		Engineers, MIS,WEB

		F05		budget limitation

		R12		Competition with private sector

		code8		Competition with private sector		autditor III

		J20		Inability to offer a competitive compensation package		IT

		E12		Inadequate Entry Salary		Finance,Accounting, Audit,Computer Programmer

		D17		low salaray

		N08		low salaray		IT

		H95		low salaries due to budget constraints

		code9		low salary

		R04		low salary		auditor III,IV,rate analuyst

		H75		low salary		service/support personnel

		N04		low salary		IT

		U12		low salary

		R36		non competitive compensation program

		H47		non competitive pay ranges

		E16		Finding candidates who are willing to accept the salaries that agencies can offer

		H27		Non-competitive Salaries		IT, Professial Positions

		H51		Non-competitive Benefits

		N12		Low salaries		Child welfare services

		P26		lack of experience

		J12		shortage of all nursing personnel		nurses

		L44		specific program experience

		H17		Difficulty in attracting candidates with higher education specific experience for mid-high level positions

		R44		Getting a sufficient number of qualified applicants, particularly those with associates and bachelors degrees.  This issue is more complicated when a professional license is also required (e.g., property analysts).		Tax Auditors, Revenue Officers,  Tax Examiners

		R14		lack of claims experience

		P28		lack of experience

		H75		lack of applicants with high skill level		VI teachers, path and language pathologists, interpreters, OT, PT

		J04		Lack of qualified applicants

		H73		lack of institutions in South Carolina that offer master level degrees in psychology		psychologist

		J16		lack of qualified candidates		forensic psychologiest

		R08		lack of qualified candidates

		L24		lack of specific program experience

		J02		lack of state experience

		H63		Lack of qualified candidates		Computer & Technology related; Research related;software experience for admin support positions

		E24		Inability to attract fully qualified candidates		EPD

		Tech Schools		Inability to attract fully qualified candidates

		H18		geographic location

		H24		Geographic location of agency

		H87		lack of career advancement		all

		H79		Lack of established career growth opportunities

		H06		lack of promotional opportunities

		H71		very limited advancement opportunities

		P24		lack of diverse applicant pool		Biology Related PositionLaw Enforcement

		P36		Inadequate knowledge of state hiring practices and requirements

		E20		inability of offer benefits in contract positions

		L46		lack of technology literacy		all

		KO5		limited recruitment (budget, personnel)		law enforcement offices, communications specialists, license examiners

		R28		no tuition reimbursement

		L12		on-campus residency requirement		human services coordinator, human svcs spec I and II

		F27		Perception of low opportunity for advancement /salary increase		Auditor

		H91		The Senior Management position salaries from base to midpoint are low for the SCAC to attract the kinds of candidates we want		Program Manager I,Grants Administrator I

		H09		Acquiring minority and female applicants		Senior Administrative & Faculty

		H12		Lack of direct  or recent experience in applicant pool		Largely engineering technology/associate series

		P32		State employment policies regarding contracts, benefit    Foreign office positions options and pay levels

		L04		Unpleasant work environment





second (2)

				agency code		obstacle		position

		2		F05		Inadequate Compensation						Budget Limitations

		10		H95		Inadequate Compensation						Budget Limitations

		7		E12		Inadequate Compensation		Finance,Accounting, Audit,Computer Programmer		1		Compensation related issues

		8		D17		Inadequate Compensation				2		Compensation related issues

		9		N08		Inadequate Compensation		IT		3		Compensation related issues

		11		code9		Inadequate Compensation				4		Compensation related issues

		12		R04		Inadequate Compensation		auditor III,IV,rate analuyst		5		Compensation related issues

		13		H75		Inadequate Compensation		service/support personnel		6		Compensation related issues

		14		N04		Inadequate Compensation		IT		7		Compensation related issues

		15		U12		Inadequate Compensation				8		Compensation related issues

		18		E16		Inadequate Compensation				9		Compensation related issues

				N12		Low salaries				10		Compensation related issues		Child welfare services

		1		H67		Inadequate Compensation		Engineers, MIS,WEB		11		Compensation related issues

		3		code 1		Inadequate Compensation		all		12		Compensation related issues

		4		R12		Inadequate Compensation				13		Compensation related issues

		5		code8		Inadequate Compensation		autditor III		14		Compensation related issues

		6		J20		Inadequate Compensation		IT		15		Compensation related issues

		16		R36		Inadequate Compensation				16		Compensation related issues

		17		H47		Inadequate Compensation				17		Compensation related issues

				H27		Non-competitive Salaries				18		Compensation related issues				IT, Professial Positions

				H51		Non-competitive Benefits				19		Compensation related issues

		1		P26		Inability to attract fully qualified candidates

		2		J12		Inability to attract fully qualified candidates		nurses

		3		L44		Inability to attract fully qualified candidates

		4		H17		Inability to attract fully qualified candidates

		5		R44		Inability to attract fully qualified candidates		Tax Auditors, Revenue Officers,  Tax Examiners

		6		R14		Inability to attract fully qualified candidates

		7		P28		Inability to attract fully qualified candidates

		8		H75		Inability to attract fully qualified candidates		VI teachers, path and language pathologists, interpreters, OT, PT

		9		J04		Inability to attract fully qualified candidates

		10		H73		Inability to attract fully qualified candidates		psychologist

		11		J16		Inability to attract fully qualified candidates		forensic psychologiest

		12		R08		Inability to attract fully qualified candidates

		13		L24		Inability to attract fully qualified candidates

		14		J02		Inability to attract fully qualified candidates

		15		H63		Inability to attract fully qualified candidates		Computer & Technology related; Research related;software experience for admin support positions

		16		E24		Inability to attract fully qualified candidates		EPD

		17		Tech Schools		Inability to attract fully qualified candidates

				H18		geographic location

				H24		Geographic location of agency

				H87		Lack of established career growth opportunities		all

				H79		Lack of established career growth opportunities

				H06		Lack of established career growth opportunities

				H71		Lack of established career growth opportunities

				P24		lack of diverse applicant pool		Biology Related PositionLaw Enforcement

				P36		Inadequate knowledge of state hiring practices and requirements

				E20		inability of offer benefits in contract positions

				L46		lack of technology literacy		all

				KO5		limited recruitment (budget, personnel)		law enforcement offices, communications specialists, license examiners

				R28		no tuition reimbursement

				L12		on-campus residency requirement		human services coordinator, human svcs spec I and II

				F27		Perception of low opportunity for advancement /salary increase		Auditor

				H91		The Senior Management position salaries from base to midpoint are low for the SCAC to attract the kinds of candidates we want		Program Manager I,Grants Administrator I

				H09		Acquiring minority and female applicants		Senior Administrative & Faculty

				H12		Lack of direct  or recent experience in applicant pool		Largely engineering technology/associate series

				P32		State employment policies regarding contracts, benefit    Foreign office positions options and pay levels

						12

				L04		Unpleasant work environment





third

		agency code		obstacle		position

		H75		better salaries in private sector and states in special education -- low salaries		IT manager, pT, OT

		H87		competition		library mang II, IT I and II

		P36		Current job market

		H91		Dilemma of how to pay new hires a competitive wage, and being unable to compensate existing staff in the same class at the same or higher level

		U12		low benefits

		H95		low salaries due to budget constraints

		J20		Inability to offer a competitive benefits plan such as work/life practices (telecommuting, flexible hours, child care).

		Tech Schools		Budget Limitations

		E12		The “Government Image”, negative		Finance,Accounting, Audit,Computer Programmer

		F27		State Employee Image		Auditor

		L44		agency perception

		L24		bad agency image

		J04		Perception of government work

		P28		lack of advancement opportunity

		R28		lack of promotional opportunities

		H24		limited advancement possibilities

		R36		perceived lack of promotional opportunities

		N12		Lack of established career growth opportunities

		E16		Finding candidates whose previous work history is stable

		J02		lack of program experience

		J12		lack of qualified candidates

		J16		lack of qualified candidates		human services spec

		P24		lack of qualified candidates

		R14		lack of underwriting experience

		H79		Preferred Training & Experience in certain professional occupational areas		Archivist IV

		N04		lack of job security		deputy directors

		H17		challenges in recruiting technical (IT) and less skilled positions due to geographic location and competition

		H47		proxity to charlotte metro area

		H73		when applicants search the internet, they notice state requirements rather than VRs minimum requirements		counselors

		KO5		work schedule -- rotating shifts possibly that job will require relocation		law enforcement offices, communications specialists

		R12		State’s minimum qualifications  (Sometimes too high or too low depending on the job)

				.

		F05		adverse working conditions

		R44		Convincing qualified applicants of the value of a public career in lieu of a more lucrative private sector position with higher starting salary

		code8		daily travel necessary		autditor III

		H09		Expense of advertising in nationwide publications specifically targeting minorities and women		Senior Administrative, Faculty & Athletic Coaches

		H67		Lack of qualified minority candidates, especially black females		Engineers, MIS, WEB/Broadcast technical positions

		H12		Limited number of applicants		Custodial, Grounds, Maintenance series

		P32		Must recruit from a limited pool of candidates which have necessary Economic Development experience		EDM 11 and III

		H27		Lack of minority candidates		IT, Professial Positions





third (2)

				agency code		obstacle		position

				H75		Inadequate Compensation		IT manager, pT, OT				1		Compensation related issues

				H87		Inadequate Compensation		library mang II, IT I and II				2		Compensation related issues

				P36		Inadequate Compensation						3		Compensation related issues

				H91		Inadequate Compensation						4		Compensation related issues

				U12		Inadequate Compensation						5		Compensation related issues

				J20		Inadequate Compensation						6		Compensation related issues

				H95		Inadequate Compensation								Budget Limitations

				Tech Schools		Budget Limitations								Budget Limitations

				E12		Poor image of government employees		Finance,Accounting, Audit,Computer Programmer

				F27		Poor image of government employees		Auditor

				code 1		Poor image of government employees		all

				L44		Poor image of government employees

				L24		Poor image of government employees

				J04		Poor image of government employees

		1		P28		Lack of established career growth opportunities

		2		R28		Lack of established career growth opportunities

		3		H24		Lack of established career growth opportunities

		4		R36		Lack of established career growth opportunities

		5		N12		Lack of established career growth opportunities

		1		E16		Inability to attract fully qualified candidates

		2		J02		Inability to attract fully qualified candidates

		3		J12		Inability to attract fully qualified candidates

		4		J16		Inability to attract fully qualified candidates		human services spec

		5		P24		Inability to attract fully qualified candidates

		6		R14		Inability to attract fully qualified candidates

		7		H79		Inability to attract fully qualified candidates		Archivist IV

		8		H51		Inability to attract fully qualified candidates

		9		L04		Inability to attract fully qualified candidates

		10		E24		Lack of training funds		EPD

				N04		lack of job security		deputy directors

				H17		challenges in recruiting technical (IT) and less skilled positions due to geographic location and competition

				H47		proxity to charlotte metro area

				H73		when applicants search the internet, they notice state requirements rather than VRs minimum requirements		counselors

				KO5		work schedule -- rotating shifts possibly that job will require relocation		law enforcement offices, communications specialists

				R12		State’s minimum qualifications  (Sometimes too high or too low depending on the job)

						.

				F05		adverse working conditions

				R44		Convincing qualified applicants of the value of a public career in lieu of a more lucrative private sector position with higher starting salary

				code8		daily travel necessary		autditor III

				H09		Expense of advertising in nationwide publications specifically targeting minorities and women		Senior Administrative, Faculty & Athletic Coaches

				H67		Lack of qualified minority candidates, especially black females		Engineers, MIS, WEB/Broadcast technical positions

				H12		Limited number of applicants		Custodial, Grounds, Maintenance series

				P32		Must recruit from a limited pool of candidates which have necessary Economic Development experience		EDM 11 and III

						12





chart1 data

		100		Compensation-related issues

		53		Lack of fully qualified candidates

		16		Lack of established career growth opportunities

		15		Budget limitations

		10		Image of government employment

				first										second		third

		53		13		Lack of fully qualified candidates								17		10

		100		38		Compensation-related issues								18		6

		16		4		Lack of established career growth opportunities								4		5

		10		1		Image of government employees								6		1

		15		6		Budget Limitations								2		2

		195

						156





chart 1

		Compensation-related issues

		Lack of fully qualified candidates

		Lack of established career growth opportunities

		Budget limitations

		Image of government employment



Weighted Responses

Recruitment Obstacles
(65 agencies responding)

100

53.2051282051

16.0256410256

15.3846153846

10.2564102564



positions

		Education		classroom teacher		Education		interpreters		Education		Broadcast technical positions

		Fiscal Services		accountant/fiscal analysts		Education		VI teachers		Fiscal Services		Accounting

		Fiscal Services		Accounting		Fiscal Services		Accounting		Fiscal Services		Audit

		Fiscal Services		Audit		Fiscal Services		Audit		Fiscal Services		Auditor

		Fiscal Services		Auditor		Fiscal Services		Auditor		Fiscal Services		autditor III

		Fiscal Services		auditor III		Fiscal Services		auditor III,IV		Fiscal Services		Finance

		Fiscal Services		auditor III,IV		Fiscal Services		autditor III		Human Services		human services spec

		Fiscal Services		Finance		Fiscal Services		Finance		Human Services		counselors

		Health Services		lpns		Fiscal Services		rate analuyst		Information Technology		Computer Programmer

		Health Services		rn's		Fiscal Services		Tax Auditors, Revenue Officers,  Tax Examiners		Information Technology		IT manager

		Health Services		speech pathologist		Health Services		OT		Information Technology		IT I and II

		Health Services		medical		Health Services		PT		Information Technology		MIS

		Health Services		Professional		Health Services		nurses		Information Technology		WEB

		Health Services		psychaitrists		Health Services		path and language pathologists		Information Technology		communications specialists

		Human Services		psychologist		Human Services		psychologist		Law Enforcement		law enforcement offices,

		Human Services		human services assistants		Human Services		human services coordinator		Health Services		OT

		Information Technology		Computer Programmer		Human Services		human svcs spec I and II		Health Services		pT

		Information Technology		Information TechnologySeries		Information Technology		Computer & Technology related; Research related;software experience for admin support positions		Trade Services		Custodial

		Information Technology		IT		Information Technology		Computer Programmer		Trade Services		Grounds

		Information Technology		IT		Information Technology		IT		Trade Services		Maintenance series

		Information Technology		IT		Information Technology		IT				Archivist IV

		Information Technology		MIS,		Information Technology		IT				Athletic Coaches

		Information Technology		WEB		Information Technology		communications specialists,				deputy directors

		Information Technology		communications specialists,		Law Enforcement		Law Enforcement				EDM 11 and III

		Law Enforcement		highway patrol		Law Enforcement		law enforcement offices				Engineers

		Law Enforcement		license examiners		Law Enforcement		license examiners				Faculty

		Trade Services		service/support		Health Services		forensic psychologiest				library mang II,

				Arts Coordinator II		Trade Services		service/support personnel				Senior Administrative,  &

				Engineers				Biology Related Position

				Probation and Parole Agents				Grants Administrator I

								Largely engineering technology/associate series

								Program Manager I

								Senior Administrative & Faculty





chart2 data

		1		Education		2		Education		1		Education

		7		Fiscal Services		8		Fiscal Services		5		Fiscal Services

		6		Health Services		5		Health Services		2		Health Services

		2		Human Services		3		Human Services		2		Human Services

		2		Law Enforcement		3		Law Enforcement		1		Law Enforcement

		1		Trade Services		1		Trade Services		3		Trade Services

		8		Information Technology		6		Information Technology		6		Information Technology

		100		Fiscal Services				42

		100		Information Technology

		71		Health Services

		33		Human Services

		31		Law Enforcement

		19		Trade Services

		19		Education





Chart2

		Fiscal Services

		Information Technology

		Health Services

		Human Services

		Law Enforcement

		Trade Services

		Education



Weighted Responses

Occupational Areas Most Likely To Be Affected by Recruiting Obstacles

100

100

71.4285714286

33.3333333333

30.9523809524

19.0476190476

19.0476190476



sheet4

		obstacle

		Acquiring minority and female applicants

		adverse working conditions

		Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).

		agency perception

		bad agency image

		daily travel necessary

		Expense of advertising in nationwide publications specifically targeting minorities and women

		geographic location

		Geographic location of agency

		Inadequate interviewing / recruitment skills

		Inadequate knowledge of state hiring practices and requirements

		lack of advancement opportunity

		lack of career advancement

		lack of diverse applicant pool

		Lack of established career growth opportunities

		lack of job security

		lack of promotional opportunities

		lack of promotional opportunities

		lack of white applicants

		limited advancement possibilities

		limited recruitment (budget, personnel)

		on-campus residency requirement

		perceived lack of promotional opportunities

		Perception of government work

		Perception of low opportunity for advancement /salary increase

		Perception of State jobs as less challenging, innovative, and more restrictive in opportunities and rewards

		positions require significant travel

		proxity to charlotte metro area

		rural location

		State Employee Image

		State’s minimum qualifications  (Sometimes too high or too low depending on the job)

		T&E classification too broad

		The “Government Image”, negative

		very limited advancement opportunities

		when applicants search the internet, they notice state requirements rather than VRs minimum requirements

		work schedule -- rotating shifts possibly that job will require relocation





sheet5

		obstacle						obstacle						obstacle

		lack of advancement opportunity

		lack of career advancement						agency perception						Acquiring minority and female applicants

		Lack of established career growth opportunities						bad agency image						adverse working conditions

		lack of promotional opportunities						Perception of government work						Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).

		lack of promotional opportunities						Perception of State jobs as less challenging, innovative, and more restrictive in opportunities and rewards						daily travel necessary

		limited advancement possibilities						State Employee Image						Expense of advertising in nationwide publications specifically targeting minorities and women

		perceived lack of promotional opportunities						The “Government Image”, negative						geographic location

		Perception of low opportunity for advancement /salary increase												Geographic location of agency

		very limited advancement opportunities												Inadequate interviewing / recruitment skills

														Inadequate knowledge of state hiring practices and requirements

														lack of job security

														lack of white applicants

														limited recruitment (budget, personnel)

														on-campus residency requirement

														positions require significant travel

														proxity to charlotte metro area

														rural location

														State’s minimum qualifications  (Sometimes too high or too low depending on the job)

														T&E classification too broad

														when applicants search the internet, they notice state requirements rather than VRs minimum requirements

														work schedule -- rotating shifts possibly that job will require relocation





Sheet2

		obstacle

		.

		Attracting applicants with degrees who have mainframe and microcomputer experience

		Difficulty in attracting candidates with higher education specific experience for mid-high level positions

		Finding candidates whose previous work history is stable

		Generally in-state candidates do not have the breadth of experience we are seeking in this kind of position

		Getting a sufficient number of qualified applicants, particularly those with associates and bachelors degrees.  This issue is more complicated when a professional license is also required (e.g., property analysts).

		Lack of applicants with high skill level

		Lack of claims experience

		Lack of direct  or recent experience in applicant pool

		Lack of education and experience

		Lack of experience

		Lack of experience in the Medical Malpractice Field

		Lack of individuals with related experience

		Lack of institutions in South Carolina that offer master level degrees in psychology

		Lack of program experience

		Lack of qualified applicants

		Lack of qualified candidates

		Lack of relevant experience

		Lack of specific program experience

		Lack of specific technical skills in market

		Lack of state experience

		Lack of technology literacy

		Lack of underwriting experience

		Must recruit from a limited pool of candidates which have necessary Economic Development experience

		Preferred Training & Experience in certain professional occupational areas

		Recruiting industry specific candidates for areas such as investments or banking that will consider employment with state gov’t more appealing than private industry

		Recruiting teachers with certification in special ed and/or dual certification -- fewer graduates

		Shortage of all nursing personnel

		Specific program experience





Sheet1

		obstacle

		Low Salary (salary structures are constrained by agency head salary)

		Ability to offer competitive salaries

		Ability to pay competitive salaries;low wages of current employees make it difficult to hire new employees above current wages

		Agency budget limitation in meeting salary demands of certain highly qualified applicants

		Better salaries in private sector and states in special education -- low salaries

		Budget limitation

		Class ranges of pay are not competitive

		Competition

		Competition with private sector

		Competition with private sector																																		.

		Competition with private sector

		Competitive job market

		Competitive pay

		Convincing qualified applicants of the value of a public career in lieu of a more lucrative private sector position with higher starting salary

		Current job market

		Dilemma of how to pay new hires a competitive wage, and being unable to compensate existing staff in the same class at the same or higher level

		Finding candidates who are willing to accept the salaries that agencies can offer

		Inability of offer benefits in contract positions

		Inability to offer a competitive benefits plan such as work/life practices (telecommuting, flexible hours, child care).

		Inability to offer a competitive compensation package

		Inadequate Compensation

		Inadequate Entry Salary

		Lack of competitive salaries at SCETV

		Low salaries due to budget constraints

		Low salary

		Low salary levels / can't compete with the private sector

		Low salary offers

		Low salary offers due to budgetary limitations

		Matching salary requirements  and maintain equity in internal salary structure when filling a postion requiring a special combination of education, training, and experience.

		No tuition reimbursement

		Non competitive compensation program

		Non competitive pay ranges

		Non-competitive salaries

		Pay  (Bringing candidates in at pay rates higher thancurrent employees are earning.)

		Perception of low opportunity for advancement /salary increase																																		Low benefits

		Salary

		Salary/budgetary limitations

		Starting Salary

		State employment policies regarding contracts, benefit    Foreign office positions options and pay levels

		State funding

		The Senior Management position salaries from base to midpoint are low for the SCAC to attract the kinds of candidates we want
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a (4)

		R28		TQM seminars

		R28		breakfast workshop

		R28		monthly meeting to get to know employee

		R28		interns

		R28		internal promotion opportunities

		H18		flexible work schedule

		H18		37.5 hr week

		H18		two breaks/day

		H18		sharing of info through committees

		H75		additional duties increases

		H75		performance increases

		H75		tuition reimbursement

		H75		professional development opportunities

		H75		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications

		code8		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.

		H06		Casual dress policy

		R12		Structured salary levels

		R12		flex time

		R12		Casual dress policy

		R12		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s

		F27		Tuition assistance program

		F27		Casual Friday

		F27		flex time

		H79		Flexible work schedules

		H79		Cross training

		H79		Tuition assistance

		H79		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs

		J20		Looking at innovative, creative ways to recruit and retain employees

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure

		R36		Variable work schedule

		R36		Career planning and training

		R36		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program

		H73		merit increases

		H73		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H73		for some positions we have developed career ladder incentives to include training

		H73		employee recognition program

		H95		team processes in all areas

		H95		-- constant recognition and reward programs (non-monetary)

		H95		full support of "open door" policy

		H95		small agency -- executive director knows all employees

		H95		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs				flex hours and casual dress

		J12		career pathing recommendation

		J12		flex hours

		J12		casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel

		J16		implemented a mentoring program for direct care staff

		J16		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs

		U12		Management development training

		U12		Improvements in working environment

		U12		Increased emphasis on employee compensation

		U12		Allowing employees t work on special projects

		D17		Retention increases

		D17		Flexible work schedules

		D17		Tuition assistance

		D17		Telecommuting

		F05		Cross training

		F05		Job expansion

		F05		Tuition Assistance Program

		F05		Retention pay

		F05		flexible work schedules

		F05		telecommuting

		F05		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy

		R16		Employee Innovation System

		R16		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours

		R08		Hiring within the agency

		R08		Employee Recognition (Employee of the Year)						State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers

		P12		Performance Pay Increase

		P12		Bonus

		P12		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		E20		performance increases & bonuses

		E20		Recognize employee of the year

		E20		Tuition Assistance

		H21		Competitive salaries within budgetary means

		H21		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)

		J04		Flex-time

		J04		Training

		J04		Tuition assistance

		J04		Exit interviews

		J04		Alternative dispute resolution

		J04		Telecommute

		J04		Recognition

		J04		Internal job postings

		J04		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance

		L32		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities

		H91		Employee wellness activities

		H91		Flex-time

		H91		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

		H63		Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		P26		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction





c (2)

		

		H18		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		R04		more flexibility in reclassifications

		H75		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		H75		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		H75		provide employee training free of charge

		E28		cross training

				allow agency to incease salary

		code9		ensure travel reimbursement is adequate

		code8		lobby for increased pay and benefits

		code7		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		R12		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		F27		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		P24		Assist with career development plans.  Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		H79		Periodic updates of trends and “Best Practices” of others

		J20		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		L44		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		R36		Career training programs

		R36		Serve as recruitment consultants for state agencies

		R36		Provide central recruitment location for potential state employees

		H73		help us with salary reviews		continue to provide flexibility to agencies to develop our own programs

		H75		better identification and training of staff needs		be more responsive when reclass requests are made and allow agencies greater authority to approve

		H87		continue to designate decisions to agency on issues such as compensation increases

		H95		continue customer focus by retirement systems, health systems, insurance services, etc.

		J02		delegation to the maximum

		J02		allow agency flexibility to give increases based on equity

		J12		supplementary training programs to orient personnel to government policies and practices		government operations management

		J16		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		J16		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		J16		provide more assistance in data collection

		KO5		continue to work with agencies on pay

		L12		continue to provide agencies with adequate and pertinent training

		NO4		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		U12		Increased flexibility to match offes from external sources

		D17		Continue to work with the legislature to give maximum flexibility in administering policies and procedures.

		F05		Flexibility in approving desired pay actions to keep valuable employees.

		S60		Nothing

		R16		N/A

		P28		Provide opportunities for professional growth and development

		R08		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		P12		Salary flexibility within pay bands has been very helpful.

		H24		Allowing more freedom in exercising flexibility in compensation

		E20		Provide one or two day training courses versus 4 days

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H21		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		H21		Continue to provide flexibility in decision-making within the agency

		H17		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		H15		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		Child care/Elder care

		J04		Wellness programs/state employee discount at fitness centers

		J04		Acute sickness centers

		J04		Benchmark competition policies to state policies

		J04		Explore college tuition assistance for state employee’s children

		J04		Step plan longevity increase

		P36		Perhaps the sharing of models that have worked for other agencies

		P36		More on-site and/or field training.  Not everyone can get to Columbia for training

		L32		Support an increase in agency head salary

		H09		Continue to grant money for pay increases based on annual employee evaluations

		H91		OHR could lobby to raise the percentage limit on retention increases.

		N08		Increase the dollar amount for employee bonuses

		E12		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		H67		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		H63		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		P26		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		E16		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		H12		Allow agencies to work within broad guidelines, rather than restrictions that reflect concern over legal problems, where agencies demonstrate responsible actions

		H12		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		H12		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc
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		R28		substantial salary increases

		R28		tuition reimbursement

		H18		identify sources of funding to reclassify positions, award performance increases and other types of pay increases.

		R04		More opportunities for advancement, especially without meeting MTE for next level

		H75		continue to seek legislative support to approve and fund salary range increases and consistent and higher annual and merit pay.

		H75		continue exploring opportunities to convert full time positions to part ime permanent positions

		H75		develop job sharing

		E08		approval of additional FTE's for agency

		code9		increase salary

		code9		decrease travel time

		code8		incease pay and benefits

		code8		create possitions that offer advancement opportunities

		code7		better salaries

		code7		better benefits

		code7		flexible schedules

		R12		target specific salary levels to meet market conditions

		R24		Develop opportunities for compensation increases

		R24		Develop formalized career development plans

		R24		Expand training opportunities

		R24		Provide more recognition and rewards programs

		R24		Utilize bonus program more effectively

		F27		Continue with emphasis on career progression and timely salary increases

		H79		Development and implementation of a Mentoring Program.

		J20		Professional development/training programs

		J20		Looking at innovative, creative ways to recruit and retain employees

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Salary evaluation to make salaries of employees comparable to years of service and market value of position

		R36		Career development

		R36		Educational reimbursement

		R36		Flexible work schedule

		R36		Competitive salaries

		H73		we consistently review salary levels and make adjustments, as necessary

		H73		incorporation of "flex" time

		H75		offer more specifically defined career pathways for advancement

		H87		agency culture has not created serious retention problem, but that could change

		H95		seek more funding for education assistance, merit increases, etc.

		J02		flexible work hours

		J02		tuition assistance

		J12		increase salaries for hard to recruit positions

		J16		we currently offer the allowable percentage amount when a confirmed job offer is made to those employees we would like to retain

		KO5		raise salaries to compete with other states, allow paid overtime, and improve working conditions

		L12		giving employees more of an opportunity to have input in the decision making process -- try to incorporate the employees' ideas in the strategic plan of the agency

		NO4		receive funding for certain types of benefits (tuition assistance, moving, etc.)'

		U12		More flexibility with compensation

		U12		More training opportunities

		D17		Employee bonus program with maximum higher than $1,000

		D17		Employee recognition programs

		D17		Cross-training

		D17		Better Pay

		D17		Expanded use of items in 15a

		F05		Cross training

		F05		job expansion

		F05		tuition Assistance Program

		F05		retention pay

		F05		flexible work schedules

		F05		telecommuting

		F05		competitive pay

		S60		Maybe more training

		R16		We do not have a problem in retaining desirable employees

		P28		Mentoring Programs

		P28		Career Paths

		P28		Leadership training with focus on coaching, facilitating, and mentoring

		R08		Tuition Program

		R08		Cross Training

		R08		Employee Bonus Pay (higher than $1,000)

		R08		Developing Career tracks and employee development

		P12		Continue our efforts in the areas of recognition, empowerment, salary adjustments, and advancement opportunities

		H24		Exercising flexibility in compensation

		E20		Increase Pay

		E20		Flexible hours

		E20		Childcare

		E20		Training for supervisors/leadership

		H21		Maintain competitive salaries

		H21		Maintain desirable working environment and up-to-date equipment

		H21		Must have adequate funding

		H17		Construct detailed career pathing options for entry-level to mid/high management opportunities

		H15		Have available appropriate funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		More money for salaries

		J04		Establish bonus program

		J04		Career path development

		J04		Reduce administrative paperwork

		P36		A reorganization geared toward adherence to state policies and an adopting an agency mission – clearly delineated to all staff – and then a continuing joint effort to accomplish the mission while adhering to state policies and/or development of more agenc

		L32		Agency head salary needs to be aligned with current market for comparable positions in Southeast

		H09		Encourage learning and growth through use of tuition waver/tuition assistance programs

		H09		Look internally for promotions before advertising externally

		H09		Continue pay for performance as a line item in the annual budget

		H91		Compensate at a higher level

		H91		Adjustments of heavy workloads

		H91		More administrative assistance

		H91		More individual and team recognition

		N08		Increase the rate of compensation, maintain existing awards and recognition program and utilize monetary incentives

		E12		Utilize agency funded performance increases

		E12		Provide applicable “paid” continuing education programs

		H67		More training dollars for skills development/ calm down internal environment which had been in upheaval for past 4-5 years/ need more updated physical systems, i.e. MIS/broadcast equipment

		H63		Increase pay; increase promotional opportunities through career ladder progression and the formulation of a bridge class; institute a stipend program

		P26		We don’t have that much of a problem retaining desirable employees. We are a small agency so promotional opportunities are not always there and our budget constrains us in our ability to give raises

		H12		Standardize PDs and KSAs (prototype) to develop consistency

		H12		Proactive Employee Relations/Employee Development/Employee Assistance effort support

		H12		Focus on mission of agency and demonstrate recognition of performers (will require trust and loosening of state restrictions on awards, out-of-the-box thinking by state regulations and state OHR staff), and demonstrate good stewardship by agency in provid

		H12		Develop approved counter-offer procedures.  This is flexibility allowed by state, but not utilized by CU because of concerns…requires good monitoring and audit

		P32		Pay and benefits similar to our own competitors - not the general state government competition

		P32		More flexible pay processes/funding/budgeting processes to provide meaningful monetary rewards for good performance

		P32		Be able to provide reasonable food at an employee gathering - not make your employees bring or pay for the food when at an all-day meeting

		P32		Increase use of bonus to use in place of an annual increase - tied to performance appraisal

		P32		Ensure that employees do not have to pay parking - when other agencies receive it free

		P32		Quality, professional training opportunities





a (3)

		R28		TQM seminars		breakfast workshop		monthly meeting to get to know employee		interns		internal promotion opportunities

		H18		flexible work schedule		37.5 hr week		two breaks/day		sharing of info through committees

		H75		additional duties increases		performance increases		tuition reimbursement		professional development opportunities		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.		Casual dress policy

		R12		Structured salary levels		flex time		Casual dress policy		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s		Tuition assistance program		Casual Friday		flex time

		H79		Flexible work schedules		Cross training		Tuition assistance		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure		Variable work schedule		Career planning and training		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program		merit increases		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H75		for some positions we have developed career ladder incentives to include training		employee recognition program

		H95		team processes in all areas		-- constant recognition and reward programs (non-monetary)		full support of "open door" policy		small agency -- executive director knows all employees		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs		career pathing recommendation		flex hours and casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel		implemented a mentoring program for direct care staff		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs		Management development training		Improvements in working environment		Increased emphasis on employee compensation		Allowing employees t work on special projects

		D17		Retention increases		Flexible work schedules		Tuition assistance		Telecommuting

		F05		Cross training		Job expansion		Tuition Assistance Program		Retention pay		flexible work schedules		telecommuting		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy		Employee Innovation System		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours		Hiring within the agency		Employee Recognition (Employee of the Year)		State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers		Performance Pay Increase		Bonus		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		H21		Competitive salaries within budgetary means		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)		Flex-time		Training		Tuition assistance		Exit interviews		Alternative dispute resolution		Telecommute		Recognition		Internal job postings		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities		Employee wellness activities		Flex-time		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.  Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		E16		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction
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		Flexible work schedules

		Performance increases & bonuses

		Training/Development program

		Tuition assistance

		Employee recognition program

		Career-pathing

		Retention increases

		Competitive salaries within budgetary means

		Casual dress policy

		Cross-training

		Telecommuting



Number of Responses

Innovative Retention Practices
(45 agencies responding - multiple responses from each agency allowed)

17

12

12

9

6

5

5

5

4

3

3



chart1 data

		Career Pathing		Career Pathing

		Career Pathing		Career pathing programs in lawa enforement and facilities management

		Career Pathing		career pathing recommendation

		Career Pathing		Career paths for Foresters, wardens, forest technicians, rangers

		Career Pathing		Developing career path program for Park Techs

		Casual dress policy		casual dress

		Casual dress policy		Casual dress policy								17		Flexible work schedules

		Casual dress policy		Casual dress policy								12		Performance increases & bonuses

		Casual dress policy		Casual Friday								12		Training/Development program

		Competitive salaries within budgetary means		competitive pay								9		Tuition assistance

		Competitive salaries within budgetary means		Competitive pay structure								6		Employee recognition program

		Competitive salaries within budgetary means		Competitive salaries within budgetary means								5		Career-pathing

		Cross Training		cross training								5		Retention increases

		Cross Training		Cross training								5		Competitive salaries within budgetary means

		Cross Training		Cross training								4		Casual dress policy

		employee recognition program		Employee Recognition (Employee of the Year)								3		Cross-training

		employee recognition program		Employee recognition activities								3		Telecommuting

		employee recognition program		employee recognition program

		employee recognition program		Enhanced employee recognition programs

		employee recognition program		Recognition

		employee recognition program		Recognize employee of the year

		Flexible Work Schedules		Considering flex time hours more seriously and implementing some opportunity to work from home

		Flexible Work Schedules		flex hours

		Flexible Work Schedules		flex time

		Flexible Work Schedules		flex time

		Flexible Work Schedules		Flexible work hours

		Flexible Work Schedules		flexible work schedule

		Flexible Work Schedules		Flexible work schedule policy

		Flexible Work Schedules		Flexible work schedules

		Flexible Work Schedules		Flexible work schedules

		Flexible Work Schedules		flexible work schedules

		Flexible Work Schedules		Flexibly meet individual leave needs.

		Flexible Work Schedules		Flex-time

		Flexible Work Schedules		Flex-time

		Flexible Work Schedules		Variable work schedule

		Flexible Work Schedules		Alternative work schedule (compressed work week)

		Flexible Work Schedules		employee scheduling flexibiltiy

		Performance Increases & Bonuses		Bonus

		Performance Increases & Bonuses		If we have carry forward money, we give bonuses

		Performance Increases & Bonuses		merit increases

		Performance Increases & Bonuses		Pay for Performance

		Performance Increases & Bonuses		pay for performance plan

		Performance Increases & Bonuses		Pay increases based on employee performance will continue to help with retention rates

		Performance Increases & Bonuses		performance increases

		Performance Increases & Bonuses		performance increases & bonuses

		Performance Increases & Bonuses		Performance pay

		Performance Increases & Bonuses		Performance Pay Increase

		Performance Increases & Bonuses		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		Retention increases		Retention increases

		Retention increases		retention increases based on job offers

		Retention increases		Retention pay

		Retention increases		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		Telecommuting		Telecommute

		Telecommuting		Telecommuting

		Telecommuting		telecommuting

		Training/Development Program		Career planning and training

		Training/Development Program		comprehensive training program

		Training/Development Program		Continue to provide training opportunities when possible

		Training/Development Program		developed an extensive on-the-job training program for human services assistant personnel

		Training/Development Program		In house training provides the CPE requirements for the staff members who are CPA’s

		Training/Development Program		Management development training

		Training/Development Program		professional development opportunities

		Training/Development Program		Professional development/training programs

		Training/Development Program		supervisory and management training programs

		Training/Development Program		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		Training/Development Program		We support professional training opportunities

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition Assistance

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition assistance program

		Tuition Assistance		Tuition Assistance Program

		Tuition Assistance		Tuition Assistance Programs

		Tuition Assistance		tuition reimbursement

				-- constant recognition and reward programs (non-monetary)

				"celebration of success" -- reward and recognition program

				37.5 hr week

				a positive, mission focus exists

				Additional Duties Increase

				additional duties increases

				agency director organized a workforce development committee

				Allowing employees t work on special projects

				Alternative dispute resolution

				breakfast workshop

				Continue to provide good working conditions

				Currently evaluating implementing career advancement within established classes

				developed "step-increase" program to retain officers

				developed formal officer mentoring program in several locations

				Employee Innovation System

				Employee involvement in decision making

				Employee wellness activities

				Employees are empowered to have discretionary decision making for job enhancement

				Employees have opportunity for retention pay increases

				Establishing State OHR hiring rates to meet demand, begun this FY

				Excellent benefits package and career training opportunities within budgetary menas

				excellent lines of communications

				Exit interviews

				for some positions we have developed career ladder incentives to include training

				full support of "open door" policy

				Hiring within the agency

				implemented a mentoring program for direct care staff

				Improvements in working environment

				In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

				Increased emphasis on employee compensation

				Internal job postings

				internal promotion opportunities

				interns

				Job expansion

				Looking at innovative, creative ways to recruit and retain employees

				Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

				monthly meeting to get to know employee

				Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

				New employee benefits programs (reward, gift programs, “concierge services”, etc.).

				restructuring postions from full to part time to accomdate employees

				Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

				SAMS (Staff Assessment of Management)

				sharing of info through committees

				show employees $ value of benefits package

				small agency -- executive director knows all employees

				Streamlining and looking at ways to conduct business in a more efficient manner

				Structured salary levels

				team processes in all areas

				There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

				TQM seminars

				Training

				Try to promote from within when possible

				two breaks/day

				We encourage retreats and other morale building methods

				We encourage the development of teams to solve problems and encourage employee interaction

				We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

				we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

				We have an incentive program to help retain sales staff

				We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

				We provide agency logo gifts for staff when they participate in a special event or we have a successful year

				We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

				written policies for in-band salary increases authorized at the agency level

		Tech Schools		tuition assistance

		Tech Schools		training

		Tech Schools		retention increases

		E24		Request additional funding

		Tech Schools		performance increases

		L04		Pay increase

		Tech Schools		Flexible work schedules

		H27		Discount tickets, recreational facilities, health and wellness program, tuition assistance

		N12		Comprehensive employee survey was conducted with strong participation as a part of a Recruitment and Retention Task Force effort to develop recommendations.  A graduate student at USC is further analyzing the data to determine if there are significant dif

		Tech Schools		competitive salaries
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		H95		-- constant recognition and reward programs (non-monetary)		performance increases & bonuses

		H73		"celebration of success" -- reward and recognition program

		H18		37.5 hr week

		H95		a positive, mission focus exists

		L32		Additional Duties Increase

		H75		additional duties increases

		J16		agency director organized a workforce development committee

		U12		Allowing employees t work on special projects

		J04		Alternative dispute resolution

		J04		Alternative work schedule (compressed work week)

		P12		Bonus

		R28		breakfast workshop

		N08		Career Pathing

		H17		Career pathing programs in lawa enforement and facilities management

		J12		career pathing recommendation

		P12		Career paths for Foresters, wardens, forest technicians, rangers

		R36		Career planning and training

		J12		casual dress

		H06		Casual dress policy

		R12		Casual dress policy

		F27		Casual Friday

		F05		competitive pay

		R36		Competitive pay structure

		H21		Competitive salaries within budgetary means

		J02		comprehensive training program

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		E20		Continue to provide good working conditions

		E16		Continue to provide training opportunities when possible

		tech		cross training

		H79		Cross training

		F05		Cross training

		L44		Currently evaluating implementing career advancement within established classes

		NO4		developed "step-increase" program to retain officers

		J16		developed an extensive on-the-job training program for human services assistant personnel

		NO4		developed formal officer mentoring program in several locations

		P28		Developing career path program for Park Techs

		R16		Employee Innovation System

		R36		Employee involvement in decision making

		R08		Employee Recognition (Employee of the Year)

		H91		Employee recognition activities

		H73		employee recognition program

		code8		employee scheduling flexibiltiy

		H91		Employee wellness activities

		H63		Employees are empowered to have discretionary decision making for job enhancement

		H09		Employees have opportunity for retention pay increases

		U12		Enhanced employee recognition programs

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H21		Excellent benefits package and career training opportunities within budgetary menas

		code8		excellent lines of communications

		J04		Exit interviews

		J12		flex hours

		R12		flex time

		F27		flex time				flex hours and casual dress

		R08		Flexible work hours

		H18		flexible work schedule

		R16		Flexible work schedule policy

		H79		Flexible work schedules

		D17		Flexible work schedules

		F05		flexible work schedules

		H06		Flexibly meet individual leave needs.

		J04		Flex-time

		H91		Flex-time

		H73		for some positions we have developed career ladder incentives to include training

		H95		full support of "open door" policy

		R08		Hiring within the agency

		S60		If we have carry forward money, we give bonuses

		J16		implemented a mentoring program for direct care staff

		U12		Improvements in working environment

		F27		In house training provides the CPE requirements for the staff members who are CPA’s

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		U12		Increased emphasis on employee compensation

		J04		Internal job postings

		R28		internal promotion opportunities

		R28		interns

		F05		Job expansion

		J20		Looking at innovative, creative ways to recruit and retain employees

		U12		Management development training

		H73		merit increases

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

		R28		monthly meeting to get to know employee

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		L32		Pay for Performance

		E08		pay for performance plan

		H09		Pay increases based on employee performance will continue to help with retention rates

		H75		performance increases						State Pay Plan

		E20		performance increases & bonuses

		J04		Performance pay

		P12		Performance Pay Increase

		H75		professional development opportunities

		J20		Professional development/training programs				Recognize employee of the year		Tuition Assistance

		J04		Recognition

		E20		Recognize employee of the year

		H75		restructuring postions from full to part time to accomdate employees

		D17		Retention increases

		KO5		retention increases based on job offers

		F05		Retention pay

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H91		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		H79		SAMS (Staff Assessment of Management)

		H18		sharing of info through committees

		R12		show employees $ value of benefits package

		H95		small agency -- executive director knows all employees

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		R12		Structured salary levels

		J12		supervisory and management training programs

		H95		team processes in all areas

		J04		Telecommute

		D17		Telecommuting

		F05		telecommuting

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		R28		TQM seminars

		J04		Training

		P26		Try to promote from within when possible

		H79		Tuition assistance

		D17		Tuition assistance

		E20		Tuition Assistance

		J04		Tuition assistance

		F27		Tuition assistance program

		F05		Tuition Assistance Program

		P12		Tuition Assistance Programs

		H75		tuition reimbursement

		H18		two breaks/day

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		R36		Variable work schedule

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We encourage retreats and other morale building methods

		P32		We encourage the development of teams to solve problems and encourage employee interaction

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H73		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		P32		We have an incentive program to help retain sales staff

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We support professional training opportunities

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		R16		written policies for in-band salary increases authorized at the agency level
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		R28		TQM seminars		breakfast workshop		monthly meeting to get to know employee		interns		internal promotion opportunities

		H18		flexible work schedule		37.5 hr week		two breaks/day		sharing of info through committees

		H75		additional duties increases		performance increases		tuition reimbursement		professional development opportunities		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.		Casual dress policy

		R12		Structured salary levels		flex time		Casual dress policy		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s		Tuition assistance program		Casual Friday		flex time

		H79		Flexible work schedules		Cross training		Tuition assistance		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure		Variable work schedule		Career planning and training		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program		merit increases		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H75		for some positions we have developed career ladder incentives to include training		employee recognition program

		H95		team processes in all areas		-- constant recognition and reward programs (non-monetary)		full support of "open door" policy		small agency -- executive director knows all employees		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs		career pathing recommendation		flex hours and casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel		implemented a mentoring program for direct care staff		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs		Management development training		Improvements in working environment		Increased emphasis on employee compensation		Allowing employees t work on special projects

		D17		Retention increases		Flexible work schedules		Tuition assistance		Telecommuting

		F05		Cross training		Job expansion		Tuition Assistance Program		Retention pay		flexible work schedules		telecommuting		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy		Employee Innovation System		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours		Hiring within the agency		Employee Recognition (Employee of the Year)		State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers		Performance Pay Increase		Bonus		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		H21		Competitive salaries within budgetary means		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)		Flex-time		Training		Tuition assistance		Exit interviews		Alternative dispute resolution		Telecommute		Recognition		Internal job postings		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities		Employee wellness activities		Flex-time		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.  Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		E16		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction





Chart2

		Improve compensation

		Career-pathing

		Cont. Ed. program

		Tuition assistance

		Flexible schedules

		Cross-training



Number of Responses

Suggested  Agency Retention Initiatives
(48 agencies responding - multiple responses from each agency allowed)

45

11

8

7

7

3



chart2 data

		

		45		Improve compensation

		11		Career-pathing

		8		Cont. Ed. program

		7		Tuition assistance

		7		Flexible schedules

		3		Cross-training





b

		R36		Career Pathing		Career development

		J04		Career Pathing		Career path development

		P28		Career Pathing		Career Paths

		H17		Career Pathing		Construct detailed career pathing options for entry-level to mid/high management opportunities

		F27		Career Pathing		Continue with emphasis on career progression

		code8		Career Pathing		create possitions that offer advancement opportunities

		R24		Career Pathing		Develop formalized career development plans

		R08		Career Pathing		Developing Career tracks and employee development

		R24		CE Program		Expand training opportunities

		S60		CE Program		Maybe more training

		H67		CE Program		More training dollars for skills development/ calm down internal environment which had been in upheaval for past 4-5 years/ need more updated physical systems, i.e. MIS/broadcast equipment

		U12		CE Program		More training opportunities

		J20		CE Program		Professional development/training programs

		E12		CE Program		Provide applicable “paid” continuing education programs

		E20		CE Program		Training for supervisors/leadership

		F05		Cross Training		Cross training

		R08		Cross Training		Cross Training

		D17		Cross Training		Cross-training

		E20		Flexible Schedules		Flexible hours

		Tech Schools		Flexible Schedules		flexible schedules

		J02		Flexible Schedules		flexible work hours

		R36		Flexible Schedules		Flexible work schedule

		F05		Flexible Schedules		flexible work schedules

		H73		Flexible Schedules		incorporation of "flex" time

		L32		Improved Compensation		Agency head salary needs to be aligned with current market for comparable positions in Southeast

		Tech Schools		Improved Compensation		better benefits

		D17		Improved Compensation		Better Pay

		Tech Schools		Improved Compensation		better salaries

		H91		Improved Compensation		Compensate at a higher level

		F05		Improved Compensation		competitive pay

		R36		Improved Compensation		Competitive salaries

		H75		Improved Compensation		continue to seek legislative support to approve and fund salary range increases and consistent and higher annual and merit pay.

		H12		Improved Compensation		Develop approved counter-offer procedures.  This is flexibility allowed by state, but not utilized by CU because of concerns…requires good monitoring and audit

		R24		Improved Compensation		Develop opportunities for compensation increases

		R08		Improved Compensation		Employee Bonus Pay (higher than $1,000)

		D17		Improved Compensation		Employee bonus program with maximum higher than $1,000

		P32		Improved Compensation		Ensure that employees do not have to pay parking - when other agencies receive it free

		J04		Improved Compensation		Establish bonus program

		H24		Improved Compensation		Exercising flexibility in compensation

		H15		Improved Compensation		Have available appropriate funds to provide more realistic salaries -- both starting and those increases associated with performance.

		H18		Improved Compensation		identify sources of funding to reclassify positions, award performance increases and other types of pay increases.

		code8		Improved Compensation		incease pay and benefits

		E20		Improved Compensation		Increase Pay

		H63		Improved Compensation		Increase pay; increase promotional opportunities through career ladder progression and the formulation of a bridge class; institute a stipend program

		J12		Improved Compensation		increase salaries for hard to recruit positions

		code9		Improved Compensation		increase salary

		N08		Improved Compensation		Increase the rate of compensation, maintain existing awards and recognition program and utilize monetary incentives

		P32		Improved Compensation		Increase use of bonus to use in place of an annual increase - tied to performance appraisal

		H21		Improved Compensation		Maintain competitive salaries

		H95		Improved Compensation		merit increases, etc.

		U12		Improved Compensation		More flexibility with compensation

		J04		Improved Compensation		More money for salaries

		H21		Improved Compensation		Must have adequate funding

		J20		Improved Compensation		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		P32		Improved Compensation		Pay and benefits similar to our own competitors - not the general state government competition

		KO5		Improved Compensation		raise salaries to compete with other states, allow paid overtime, and improve working conditions

		NO4		Improved Compensation		receive funding for certain types of benefits (tuition assistance, moving, etc.)'

		F05		Improved Compensation		retention pay

		L44		Improved Compensation		Salary evaluation to make salaries of employees comparable to years of service and market value of position

		R28		Improved Compensation		substantial salary increases

		R12		Improved Compensation		target specific salary levels to meet market conditions

		F27		Improved Compensation		timely salary increases

		E12		Improved Compensation		Utilize agency funded performance increases

		R24		Improved Compensation		Utilize bonus program more effectively

		H73		Improved Compensation		we consistently review salary levels and make adjustments, as necessary

		H79		Mentoring Programs		Development and implementation of a Mentoring Program.

		P28		Mentoring Programs		Mentoring Programs

		R36		Tuition Assistance		Educational reimbursement

		H09		Tuition Assistance		Encourage learning and growth through use of tuition waver/tuition assistance programs

		H95		Tuition Assistance		seek more funding for education assistance

		J02		Tuition Assistance		tuition assistance

		F05		Tuition Assistance		tuition Assistance Program

		R08		Tuition Assistance		Tuition Program

		R28		Tuition Assistance		tuition reimbursement

		P36				A reorganization geared toward adherence to state policies and an adopting an agency mission – clearly delineated to all staff – and then a continuing joint effort to accomplish the mission while adhering to state policies and/or development of more agenc

		H91				Adjustments of heavy workloads

		H87				agency culture has not created serious retention problem, but that could change

		E08				approval of additional FTE's for agency

		P32				Be able to provide reasonable food at an employee gathering - not make your employees bring or pay for the food when at an all-day meeting

		E20				Childcare

		H75				continue exploring opportunities to convert full time positions to part ime permanent positions

		P12				Continue our efforts in the areas of recognition, empowerment, salary adjustments, and advancement opportunities

		H09				Continue pay for performance as a line item in the annual budget

		code9				decrease travel time

		H75				develop job sharing

		D17				Employee recognition programs

		D17				Expanded use of items in 15a

		H12				Focus on mission of agency and demonstrate recognition of performers (will require trust and loosening of state restrictions on awards, out-of-the-box thinking by state regulations and state OHR staff), and demonstrate good stewardship by agency in provid

		L12				giving employees more of an opportunity to have input in the decision making process -- try to incorporate the employees' ideas in the strategic plan of the agency

		F05				job expansion

		P28				Leadership training with focus on coaching, facilitating, and mentoring

		H09				Look internally for promotions before advertising externally

		J20				Looking at innovative, creative ways to recruit and retain employees

		H21				Maintain desirable working environment and up-to-date equipment

		H91				More administrative assistance

		P32				More flexible pay processes/funding/budgeting processes to provide meaningful monetary rewards for good performance

		H91				More individual and team recognition

		R04				More opportunities for advancement, especially without meeting MTE for next level

		H75				offer more specifically defined career pathways for advancement

		H12				Proactive Employee Relations/Employee Development/Employee Assistance effort support

		R24				Provide more recognition and rewards programs

		P32				Quality, professional training opportunities

		J04				Reduce administrative paperwork

		H12				Standardize PDs and KSAs (prototype) to develop consistency

		J20				Streamlining and looking at ways to conduct business in a more efficient manner

		F05				telecommuting

		J16				we currently offer the allowable percentage amount when a confirmed job offer is made to those employees we would like to retain

		R16				We do not have a problem in retaining desirable employees

		P26				We don’t have that much of a problem retaining desirable employees. We are a small agency so promotional opportunities are not always there and our budget constrains us in our ability to give raises

		L04				Better agency image

		L04				Better pay

		H51				Career pathing

		N12				Career pathing

		Tech Schools				Career pathing

		E24				Competitive salaries

		N12				Competitive salary levels with other state agencies and main competitive agencies.

		Tech Schools				flexible schedules

		Tech Schools				improve compensation

		L04				Improved work environment

		H27				Making changes necessary to retain desirable employees would required changes external to the University

		L04				Recognition programs

		E24				Recognition programs
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		H18		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		R04		more flexibility in reclassifications

		H75		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		H75		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		H75		provide employee training free of charge

		E28		cross training

				allow agency to incease salary

		code9		ensure travel reimbursement is adequate

		code8		lobby for increased pay and benefits

		Tech Schools		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		R12		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		F27		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		P24		Assist with career development plans.  Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		H79		Periodic updates of trends and “Best Practices” of others

		J20		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		L44		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		R36		Career training programs

		R36		Serve as recruitment consultants for state agencies

		R36		Provide central recruitment location for potential state employees

		H73		help us with salary reviews		continue to provide flexibility to agencies to develop our own programs

		H75		better identification and training of staff needs		be more responsive when reclass requests are made and allow agencies greater authority to approve

		H87		continue to designate decisions to agency on issues such as compensation increases

		H95		continue customer focus by retirement systems, health systems, insurance services, etc.

		J02		delegation to the maximum

		J02		allow agency flexibility to give increases based on equity

		J12		supplementary training programs to orient personnel to government policies and practices		government operations management

		J16		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		J16		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		J16		provide more assistance in data collection

		KO5		continue to work with agencies on pay

		L12		continue to provide agencies with adequate and pertinent training

		NO4		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		U12		Increased flexibility to match offes from external sources

		D17		Continue to work with the legislature to give maximum flexibility in administering policies and procedures.

		F05		Flexibility in approving desired pay actions to keep valuable employees.

		S60		Nothing

		R16		N/A

		P28		Provide opportunities for professional growth and development

		R08		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		P12		Salary flexibility within pay bands has been very helpful.

		H24		Allowing more freedom in exercising flexibility in compensation

		E20		Provide one or two day training courses versus 4 days

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H21		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		H21		Continue to provide flexibility in decision-making within the agency

		H17		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		H15		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		Child care/Elder care

		J04		Wellness programs/state employee discount at fitness centers

		J04		Acute sickness centers

		J04		Benchmark competition policies to state policies

		J04		Explore college tuition assistance for state employee’s children

		J04		Step plan longevity increase

		P36		Perhaps the sharing of models that have worked for other agencies

		P36		More on-site and/or field training.  Not everyone can get to Columbia for training

		L32		Support an increase in agency head salary

		H09		Continue to grant money for pay increases based on annual employee evaluations

		H91		OHR could lobby to raise the percentage limit on retention increases.

		N08		Increase the dollar amount for employee bonuses

		E12		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		H67		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		H63		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		P26		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		E16		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		H12		Allow agencies to work within broad guidelines, rather than restrictions that reflect concern over legal problems, where agencies demonstrate responsible actions

		H12		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		H12		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc

		P32
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		allow agency flexibility to give increases based on equity

		allow agency to incease salary

		Allowing more freedom in exercising flexibility in compensation

		continue to designate decisions to agency on issues such as compensation increases

		Continue to provide flexibility in decision-making within the agency

		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		delegation to the maximum

		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		Flexibility in approving desired pay actions to keep valuable employees.

		Increased flexibility to match offes from external sources

		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc

		more flexibility in reclassifications

		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		Assist with career development plans.

		Benchmark competition policies to state policies

		better identification and training of staff needs

		Career training programs

		continue to provide agencies with adequate and pertinent training

		cross training

		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		More on-site and/or field training.  Not everyone can get to Columbia for training

		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		continue customer focus by retirement systems, health systems, insurance services, etc.

		Continue to grant money for pay increases based on annual employee evaluations

		continue to work with agencies on pay

		ensure travel reimbursement is adequate

		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		help us with salary reviews

		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		Increase the dollar amount for employee bonuses

		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		lobby for increased pay and benefits

		OHR could lobby to raise the percentage limit on retention increases.

		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		Perhaps the sharing of models that have worked for other agencies

		Periodic updates of trends and “Best Practices” of others

		Provide central recruitment location for potential state employees

		provide employee training free of charge

		provide more assistance in data collection

		Provide one or two day training courses versus 4 days

		Provide opportunities for professional growth and development

		Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		Salary flexibility within pay bands has been very helpful.

		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		Serve as recruitment consultants for state agencies

		Step plan longevity increase

		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		supplementary training programs to orient personnel to government policies and practices

		Support an increase in agency head salary

		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		H27		Allow agencies more autonomy

		Tech Schools		Allow agencies more autonomy

		N12		Compensation studies

		E24		Competitive Salaries

		Tech Schools		produce salary reviews

		Tech Schools		provide training

		N12		Providing consulting/assessment services

		Tech Schools		Providing consulting/assessment services

		E24		Recognition programs

		L04		Recognition programs

		H27		Support funding increases

		Tech Schools		work for improved benefits
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		R28		TQM seminars

		R28		breakfast workshop

		R28		monthly meeting to get to know employee

		R28		interns

		R28		internal promotion opportunities

		H18		flexible work schedule

		H18		37.5 hr week

		H18		two breaks/day

		H18		sharing of info through committees

		H75		additional duties increases

		H75		performance increases

		H75		tuition reimbursement

		H75		professional development opportunities

		H75		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications

		code8		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.

		H06		Casual dress policy

		R12		Structured salary levels

		R12		flex time

		R12		Casual dress policy

		R12		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s

		F27		Tuition assistance program

		F27		Casual Friday

		F27		flex time

		H79		Flexible work schedules

		H79		Cross training

		H79		Tuition assistance

		H79		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs

		J20		Looking at innovative, creative ways to recruit and retain employees

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure

		R36		Variable work schedule

		R36		Career planning and training

		R36		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program

		H73		merit increases

		H73		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H73		for some positions we have developed career ladder incentives to include training

		H73		employee recognition program

		H95		team processes in all areas

		H95		-- constant recognition and reward programs (non-monetary)

		H95		full support of "open door" policy

		H95		small agency -- executive director knows all employees

		H95		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs				flex hours and casual dress

		J12		career pathing recommendation

		J12		flex hours

		J12		casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel

		J16		implemented a mentoring program for direct care staff

		J16		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs

		U12		Management development training

		U12		Improvements in working environment

		U12		Increased emphasis on employee compensation

		U12		Allowing employees t work on special projects

		D17		Retention increases

		D17		Flexible work schedules

		D17		Tuition assistance

		D17		Telecommuting

		F05		Cross training

		F05		Job expansion

		F05		Tuition Assistance Program

		F05		Retention pay

		F05		flexible work schedules

		F05		telecommuting

		F05		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy

		R16		Employee Innovation System

		R16		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours

		R08		Hiring within the agency

		R08		Employee Recognition (Employee of the Year)						State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers

		P12		Performance Pay Increase

		P12		Bonus

		P12		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		E20		performance increases & bonuses

		E20		Recognize employee of the year

		E20		Tuition Assistance

		H21		Competitive salaries within budgetary means

		H21		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)

		J04		Flex-time

		J04		Training

		J04		Tuition assistance

		J04		Exit interviews

		J04		Alternative dispute resolution

		J04		Telecommute

		J04		Recognition

		J04		Internal job postings

		J04		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance

		L32		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities

		H91		Employee wellness activities

		H91		Flex-time

		H91		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

		H63		Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		P26		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction
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		H18		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		R04		more flexibility in reclassifications

		H75		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		H75		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		H75		provide employee training free of charge

		E28		cross training

				allow agency to incease salary

		code9		ensure travel reimbursement is adequate

		code8		lobby for increased pay and benefits

		code7		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		R12		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		F27		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		P24		Assist with career development plans.  Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		H79		Periodic updates of trends and “Best Practices” of others

		J20		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		L44		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		R36		Career training programs

		R36		Serve as recruitment consultants for state agencies

		R36		Provide central recruitment location for potential state employees

		H73		help us with salary reviews		continue to provide flexibility to agencies to develop our own programs

		H75		better identification and training of staff needs		be more responsive when reclass requests are made and allow agencies greater authority to approve

		H87		continue to designate decisions to agency on issues such as compensation increases

		H95		continue customer focus by retirement systems, health systems, insurance services, etc.

		J02		delegation to the maximum

		J02		allow agency flexibility to give increases based on equity

		J12		supplementary training programs to orient personnel to government policies and practices		government operations management

		J16		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		J16		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		J16		provide more assistance in data collection

		KO5		continue to work with agencies on pay

		L12		continue to provide agencies with adequate and pertinent training

		NO4		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		U12		Increased flexibility to match offes from external sources

		D17		Continue to work with the legislature to give maximum flexibility in administering policies and procedures.

		F05		Flexibility in approving desired pay actions to keep valuable employees.

		S60		Nothing

		R16		N/A

		P28		Provide opportunities for professional growth and development

		R08		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		P12		Salary flexibility within pay bands has been very helpful.

		H24		Allowing more freedom in exercising flexibility in compensation

		E20		Provide one or two day training courses versus 4 days

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H21		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		H21		Continue to provide flexibility in decision-making within the agency

		H17		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		H15		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		Child care/Elder care

		J04		Wellness programs/state employee discount at fitness centers

		J04		Acute sickness centers

		J04		Benchmark competition policies to state policies

		J04		Explore college tuition assistance for state employee’s children

		J04		Step plan longevity increase

		P36		Perhaps the sharing of models that have worked for other agencies

		P36		More on-site and/or field training.  Not everyone can get to Columbia for training

		L32		Support an increase in agency head salary

		H09		Continue to grant money for pay increases based on annual employee evaluations

		H91		OHR could lobby to raise the percentage limit on retention increases.

		N08		Increase the dollar amount for employee bonuses

		E12		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		H67		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		H63		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		P26		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		E16		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		H12		Allow agencies to work within broad guidelines, rather than restrictions that reflect concern over legal problems, where agencies demonstrate responsible actions

		H12		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		H12		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc
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		R28		substantial salary increases

		R28		tuition reimbursement

		H18		identify sources of funding to reclassify positions, award performance increases and other types of pay increases.

		R04		More opportunities for advancement, especially without meeting MTE for next level

		H75		continue to seek legislative support to approve and fund salary range increases and consistent and higher annual and merit pay.

		H75		continue exploring opportunities to convert full time positions to part ime permanent positions

		H75		develop job sharing

		E08		approval of additional FTE's for agency

		code9		increase salary

		code9		decrease travel time

		code8		incease pay and benefits

		code8		create possitions that offer advancement opportunities

		code7		better salaries

		code7		better benefits

		code7		flexible schedules

		R12		target specific salary levels to meet market conditions

		R24		Develop opportunities for compensation increases

		R24		Develop formalized career development plans

		R24		Expand training opportunities

		R24		Provide more recognition and rewards programs

		R24		Utilize bonus program more effectively

		F27		Continue with emphasis on career progression and timely salary increases

		H79		Development and implementation of a Mentoring Program.

		J20		Professional development/training programs

		J20		Looking at innovative, creative ways to recruit and retain employees

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Salary evaluation to make salaries of employees comparable to years of service and market value of position

		R36		Career development

		R36		Educational reimbursement

		R36		Flexible work schedule

		R36		Competitive salaries

		H73		we consistently review salary levels and make adjustments, as necessary

		H73		incorporation of "flex" time

		H75		offer more specifically defined career pathways for advancement

		H87		agency culture has not created serious retention problem, but that could change

		H95		seek more funding for education assistance, merit increases, etc.

		J02		flexible work hours

		J02		tuition assistance

		J12		increase salaries for hard to recruit positions

		J16		we currently offer the allowable percentage amount when a confirmed job offer is made to those employees we would like to retain

		KO5		raise salaries to compete with other states, allow paid overtime, and improve working conditions

		L12		giving employees more of an opportunity to have input in the decision making process -- try to incorporate the employees' ideas in the strategic plan of the agency

		NO4		receive funding for certain types of benefits (tuition assistance, moving, etc.)'

		U12		More flexibility with compensation

		U12		More training opportunities

		D17		Employee bonus program with maximum higher than $1,000

		D17		Employee recognition programs

		D17		Cross-training

		D17		Better Pay

		D17		Expanded use of items in 15a

		F05		Cross training

		F05		job expansion

		F05		tuition Assistance Program

		F05		retention pay

		F05		flexible work schedules

		F05		telecommuting

		F05		competitive pay

		S60		Maybe more training

		R16		We do not have a problem in retaining desirable employees

		P28		Mentoring Programs

		P28		Career Paths

		P28		Leadership training with focus on coaching, facilitating, and mentoring

		R08		Tuition Program

		R08		Cross Training

		R08		Employee Bonus Pay (higher than $1,000)

		R08		Developing Career tracks and employee development

		P12		Continue our efforts in the areas of recognition, empowerment, salary adjustments, and advancement opportunities

		H24		Exercising flexibility in compensation

		E20		Increase Pay

		E20		Flexible hours

		E20		Childcare

		E20		Training for supervisors/leadership

		H21		Maintain competitive salaries

		H21		Maintain desirable working environment and up-to-date equipment

		H21		Must have adequate funding

		H17		Construct detailed career pathing options for entry-level to mid/high management opportunities

		H15		Have available appropriate funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		More money for salaries

		J04		Establish bonus program

		J04		Career path development

		J04		Reduce administrative paperwork

		P36		A reorganization geared toward adherence to state policies and an adopting an agency mission – clearly delineated to all staff – and then a continuing joint effort to accomplish the mission while adhering to state policies and/or development of more agenc

		L32		Agency head salary needs to be aligned with current market for comparable positions in Southeast

		H09		Encourage learning and growth through use of tuition waver/tuition assistance programs

		H09		Look internally for promotions before advertising externally

		H09		Continue pay for performance as a line item in the annual budget

		H91		Compensate at a higher level

		H91		Adjustments of heavy workloads

		H91		More administrative assistance

		H91		More individual and team recognition

		N08		Increase the rate of compensation, maintain existing awards and recognition program and utilize monetary incentives

		E12		Utilize agency funded performance increases

		E12		Provide applicable “paid” continuing education programs

		H67		More training dollars for skills development/ calm down internal environment which had been in upheaval for past 4-5 years/ need more updated physical systems, i.e. MIS/broadcast equipment

		H63		Increase pay; increase promotional opportunities through career ladder progression and the formulation of a bridge class; institute a stipend program

		P26		We don’t have that much of a problem retaining desirable employees. We are a small agency so promotional opportunities are not always there and our budget constrains us in our ability to give raises

		H12		Standardize PDs and KSAs (prototype) to develop consistency

		H12		Proactive Employee Relations/Employee Development/Employee Assistance effort support

		H12		Focus on mission of agency and demonstrate recognition of performers (will require trust and loosening of state restrictions on awards, out-of-the-box thinking by state regulations and state OHR staff), and demonstrate good stewardship by agency in provid

		H12		Develop approved counter-offer procedures.  This is flexibility allowed by state, but not utilized by CU because of concerns…requires good monitoring and audit

		P32		Pay and benefits similar to our own competitors - not the general state government competition

		P32		More flexible pay processes/funding/budgeting processes to provide meaningful monetary rewards for good performance

		P32		Be able to provide reasonable food at an employee gathering - not make your employees bring or pay for the food when at an all-day meeting

		P32		Increase use of bonus to use in place of an annual increase - tied to performance appraisal

		P32		Ensure that employees do not have to pay parking - when other agencies receive it free

		P32		Quality, professional training opportunities
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		R28		TQM seminars		breakfast workshop		monthly meeting to get to know employee		interns		internal promotion opportunities

		H18		flexible work schedule		37.5 hr week		two breaks/day		sharing of info through committees

		H75		additional duties increases		performance increases		tuition reimbursement		professional development opportunities		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.		Casual dress policy

		R12		Structured salary levels		flex time		Casual dress policy		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s		Tuition assistance program		Casual Friday		flex time

		H79		Flexible work schedules		Cross training		Tuition assistance		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure		Variable work schedule		Career planning and training		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program		merit increases		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H75		for some positions we have developed career ladder incentives to include training		employee recognition program

		H95		team processes in all areas		-- constant recognition and reward programs (non-monetary)		full support of "open door" policy		small agency -- executive director knows all employees		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs		career pathing recommendation		flex hours and casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel		implemented a mentoring program for direct care staff		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs		Management development training		Improvements in working environment		Increased emphasis on employee compensation		Allowing employees t work on special projects

		D17		Retention increases		Flexible work schedules		Tuition assistance		Telecommuting

		F05		Cross training		Job expansion		Tuition Assistance Program		Retention pay		flexible work schedules		telecommuting		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy		Employee Innovation System		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours		Hiring within the agency		Employee Recognition (Employee of the Year)		State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers		Performance Pay Increase		Bonus		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		H21		Competitive salaries within budgetary means		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)		Flex-time		Training		Tuition assistance		Exit interviews		Alternative dispute resolution		Telecommute		Recognition		Internal job postings		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities		Employee wellness activities		Flex-time		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.  Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		E16		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction





Chart1

		Flexible work schedules

		Performance increases & bonuses

		Training/Development program

		Tuition assistance

		Employee recognition program

		Career-pathing

		Retention increases

		Competitive salaries within budgetary means

		Casual Dress Policy

		Cross-training

		Telecommuting



Number of Responses

Innovative Retention Practices
(45 agencies responding - multiple responses from each agency allowed)

17

12

12

9

6

5

5

5

4

3

3



chart1 data

		Career Pathing		Career Pathing

		Career Pathing		Career pathing programs in lawa enforement and facilities management

		Career Pathing		career pathing recommendation

		Career Pathing		Career paths for Foresters, wardens, forest technicians, rangers

		Career Pathing		Developing career path program for Park Techs

		Casual dress policy		casual dress

		Casual dress policy		Casual dress policy								17		Flexible work schedules

		Casual dress policy		Casual dress policy								12		Performance increases & bonuses

		Casual dress policy		Casual Friday								12		Training/Development program

		Competitive salaries within budgetary means		competitive pay								9		Tuition assistance

		Competitive salaries within budgetary means		Competitive pay structure								6		Employee recognition program

		Competitive salaries within budgetary means		Competitive salaries within budgetary means								5		Career-pathing

		Cross Training		cross training								5		Retention increases

		Cross Training		Cross training								5		Competitive salaries within budgetary means

		Cross Training		Cross training								4		Casual Dress Policy

		employee recognition program		Employee Recognition (Employee of the Year)								3		Cross-training

		employee recognition program		Employee recognition activities								3		Telecommuting

		employee recognition program		employee recognition program

		employee recognition program		Enhanced employee recognition programs

		employee recognition program		Recognition

		employee recognition program		Recognize employee of the year

		Flexible Work Schedules		Considering flex time hours more seriously and implementing some opportunity to work from home

		Flexible Work Schedules		flex hours

		Flexible Work Schedules		flex time

		Flexible Work Schedules		flex time

		Flexible Work Schedules		Flexible work hours

		Flexible Work Schedules		flexible work schedule

		Flexible Work Schedules		Flexible work schedule policy

		Flexible Work Schedules		Flexible work schedules

		Flexible Work Schedules		Flexible work schedules

		Flexible Work Schedules		flexible work schedules

		Flexible Work Schedules		Flexibly meet individual leave needs.

		Flexible Work Schedules		Flex-time

		Flexible Work Schedules		Flex-time

		Flexible Work Schedules		Variable work schedule

		Flexible Work Schedules		Alternative work schedule (compressed work week)

		Flexible Work Schedules		employee scheduling flexibiltiy

		Performance Increases & Bonuses		Bonus

		Performance Increases & Bonuses		If we have carry forward money, we give bonuses

		Performance Increases & Bonuses		merit increases

		Performance Increases & Bonuses		Pay for Performance

		Performance Increases & Bonuses		pay for performance plan

		Performance Increases & Bonuses		Pay increases based on employee performance will continue to help with retention rates

		Performance Increases & Bonuses		performance increases

		Performance Increases & Bonuses		performance increases & bonuses

		Performance Increases & Bonuses		Performance pay

		Performance Increases & Bonuses		Performance Pay Increase

		Performance Increases & Bonuses		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		Retention increases		Retention increases

		Retention increases		retention increases based on job offers

		Retention increases		Retention pay

		Retention increases		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		Telecommuting		Telecommute

		Telecommuting		Telecommuting

		Telecommuting		telecommuting

		Training/Development Program		Career planning and training

		Training/Development Program		comprehensive training program

		Training/Development Program		Continue to provide training opportunities when possible

		Training/Development Program		developed an extensive on-the-job training program for human services assistant personnel

		Training/Development Program		In house training provides the CPE requirements for the staff members who are CPA’s

		Training/Development Program		Management development training

		Training/Development Program		professional development opportunities

		Training/Development Program		Professional development/training programs

		Training/Development Program		supervisory and management training programs

		Training/Development Program		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		Training/Development Program		We support professional training opportunities

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition Assistance

		Tuition Assistance		Tuition assistance

		Tuition Assistance		Tuition assistance program

		Tuition Assistance		Tuition Assistance Program

		Tuition Assistance		Tuition Assistance Programs

		Tuition Assistance		tuition reimbursement

				-- constant recognition and reward programs (non-monetary)

				"celebration of success" -- reward and recognition program

				37.5 hr week

				a positive, mission focus exists

				Additional Duties Increase

				additional duties increases

				agency director organized a workforce development committee

				Allowing employees t work on special projects

				Alternative dispute resolution

				breakfast workshop

				Continue to provide good working conditions

				Currently evaluating implementing career advancement within established classes

				developed "step-increase" program to retain officers

				developed formal officer mentoring program in several locations

				Employee Innovation System

				Employee involvement in decision making

				Employee wellness activities

				Employees are empowered to have discretionary decision making for job enhancement

				Employees have opportunity for retention pay increases

				Establishing State OHR hiring rates to meet demand, begun this FY

				Excellent benefits package and career training opportunities within budgetary menas

				excellent lines of communications

				Exit interviews

				for some positions we have developed career ladder incentives to include training

				full support of "open door" policy

				Hiring within the agency

				implemented a mentoring program for direct care staff

				Improvements in working environment

				In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

				Increased emphasis on employee compensation

				Internal job postings

				internal promotion opportunities

				interns

				Job expansion

				Looking at innovative, creative ways to recruit and retain employees

				Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

				monthly meeting to get to know employee

				Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

				New employee benefits programs (reward, gift programs, “concierge services”, etc.).

				restructuring postions from full to part time to accomdate employees

				Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

				SAMS (Staff Assessment of Management)

				sharing of info through committees

				show employees $ value of benefits package

				small agency -- executive director knows all employees

				Streamlining and looking at ways to conduct business in a more efficient manner

				Structured salary levels

				team processes in all areas

				There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

				TQM seminars

				Training

				Try to promote from within when possible

				two breaks/day

				We encourage retreats and other morale building methods

				We encourage the development of teams to solve problems and encourage employee interaction

				We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

				we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

				We have an incentive program to help retain sales staff

				We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

				We provide agency logo gifts for staff when they participate in a special event or we have a successful year

				We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

				written policies for in-band salary increases authorized at the agency level

		Tech Schools		tuition assistance

		Tech Schools		training

		Tech Schools		retention increases

		E24		Request additional funding

		Tech Schools		performance increases

		L04		Pay increase

		Tech Schools		Flexible work schedules

		H27		Discount tickets, recreational facilities, health and wellness program, tuition assistance

		N12		Comprehensive employee survey was conducted with strong participation as a part of a Recruitment and Retention Task Force effort to develop recommendations.  A graduate student at USC is further analyzing the data to determine if there are significant dif

		Tech Schools		competitive salaries





a (2)

		H95		-- constant recognition and reward programs (non-monetary)		performance increases & bonuses

		H73		"celebration of success" -- reward and recognition program

		H18		37.5 hr week

		H95		a positive, mission focus exists

		L32		Additional Duties Increase

		H75		additional duties increases

		J16		agency director organized a workforce development committee

		U12		Allowing employees t work on special projects

		J04		Alternative dispute resolution

		J04		Alternative work schedule (compressed work week)

		P12		Bonus

		R28		breakfast workshop

		N08		Career Pathing

		H17		Career pathing programs in lawa enforement and facilities management

		J12		career pathing recommendation

		P12		Career paths for Foresters, wardens, forest technicians, rangers

		R36		Career planning and training

		J12		casual dress

		H06		Casual dress policy

		R12		Casual dress policy

		F27		Casual Friday

		F05		competitive pay

		R36		Competitive pay structure

		H21		Competitive salaries within budgetary means

		J02		comprehensive training program

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		E20		Continue to provide good working conditions

		E16		Continue to provide training opportunities when possible

		tech		cross training

		H79		Cross training

		F05		Cross training

		L44		Currently evaluating implementing career advancement within established classes

		NO4		developed "step-increase" program to retain officers

		J16		developed an extensive on-the-job training program for human services assistant personnel

		NO4		developed formal officer mentoring program in several locations

		P28		Developing career path program for Park Techs

		R16		Employee Innovation System

		R36		Employee involvement in decision making

		R08		Employee Recognition (Employee of the Year)

		H91		Employee recognition activities

		H73		employee recognition program

		code8		employee scheduling flexibiltiy

		H91		Employee wellness activities

		H63		Employees are empowered to have discretionary decision making for job enhancement

		H09		Employees have opportunity for retention pay increases

		U12		Enhanced employee recognition programs

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H21		Excellent benefits package and career training opportunities within budgetary menas

		code8		excellent lines of communications

		J04		Exit interviews

		J12		flex hours

		R12		flex time

		F27		flex time				flex hours and casual dress

		R08		Flexible work hours

		H18		flexible work schedule

		R16		Flexible work schedule policy

		H79		Flexible work schedules

		D17		Flexible work schedules

		F05		flexible work schedules

		H06		Flexibly meet individual leave needs.

		J04		Flex-time

		H91		Flex-time

		H73		for some positions we have developed career ladder incentives to include training

		H95		full support of "open door" policy

		R08		Hiring within the agency

		S60		If we have carry forward money, we give bonuses

		J16		implemented a mentoring program for direct care staff

		U12		Improvements in working environment

		F27		In house training provides the CPE requirements for the staff members who are CPA’s

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		U12		Increased emphasis on employee compensation

		J04		Internal job postings

		R28		internal promotion opportunities

		R28		interns

		F05		Job expansion

		J20		Looking at innovative, creative ways to recruit and retain employees

		U12		Management development training

		H73		merit increases

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.

		R28		monthly meeting to get to know employee

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		J20		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		L32		Pay for Performance

		E08		pay for performance plan

		H09		Pay increases based on employee performance will continue to help with retention rates

		H75		performance increases						State Pay Plan

		E20		performance increases & bonuses

		J04		Performance pay

		P12		Performance Pay Increase

		H75		professional development opportunities

		J20		Professional development/training programs				Recognize employee of the year		Tuition Assistance

		J04		Recognition

		E20		Recognize employee of the year

		H75		restructuring postions from full to part time to accomdate employees

		D17		Retention increases

		KO5		retention increases based on job offers

		F05		Retention pay

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H91		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		H79		SAMS (Staff Assessment of Management)

		H18		sharing of info through committees

		R12		show employees $ value of benefits package

		H95		small agency -- executive director knows all employees

		J20		Streamlining and looking at ways to conduct business in a more efficient manner

		R12		Structured salary levels

		J12		supervisory and management training programs

		H95		team processes in all areas

		J04		Telecommute

		D17		Telecommuting

		F05		telecommuting

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		R28		TQM seminars

		J04		Training

		P26		Try to promote from within when possible

		H79		Tuition assistance

		D17		Tuition assistance

		E20		Tuition Assistance

		J04		Tuition assistance

		F27		Tuition assistance program

		F05		Tuition Assistance Program

		P12		Tuition Assistance Programs

		H75		tuition reimbursement

		H18		two breaks/day

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		R36		Variable work schedule

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We encourage retreats and other morale building methods

		P32		We encourage the development of teams to solve problems and encourage employee interaction

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H73		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		P32		We have an incentive program to help retain sales staff

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We support professional training opportunities

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		R16		written policies for in-band salary increases authorized at the agency level





count

		code7				code7				code7

		code8				code8				code8

		D17				code9				code9

		E08				D17				D17

		E12				E08				E12

		E16				E12				E16

		E20				E20				E20

		F05				F05				E28

		F27				F27				F05

		H06				H09				F27

		H09				H12				H09

		H12				H15				H12

		H15				H17				H15

		H17				H18				H17

		H18				H21				H18

		H21				H24				H21

		H63				H63				H24

		H67				H67				H63

		H73				H73				H67

		H75				H75				H73

		H79				H79				H75

		H91				H87				H79

		H95				H91				H87

		J02				H95				H91

		J04				J02				H95

		J12				J04				J02

		J16				J12				J04

		J20				J16				J12

		KO5				J20				J16

		L32				KO5				J20

		L44				L12				KO5

		N08				L32				L12

		NO4				L44				L32

		P12				N08				L44

		P26				NO4				N08

		P28				P12				NO4

		P32				P26				P12

		P36				P28				P24

		R08				P32				P26

		R12				P36				P28

		R16				R04				P36

		R28				R08				R04

		R36				R12				R08

		S60				R16				R12

		U12				R24				R16

						R28				R36

						R36				S60

						S60				U12

						U12





a

		R28		TQM seminars		breakfast workshop		monthly meeting to get to know employee		interns		internal promotion opportunities

		H18		flexible work schedule		37.5 hr week		two breaks/day		sharing of info through committees

		H75		additional duties increases		performance increases		tuition reimbursement		professional development opportunities		restructuring postions from full to part time to accomdate employees

		E08		pay for performance plan

		code8		excellent lines of communications		employee scheduling flexibiltiy

		code7		cross training

		H06		Flexibly meet individual leave needs.		Casual dress policy

		R12		Structured salary levels		flex time		Casual dress policy		show employees $ value of benefits package

		F27		In house training provides the CPE requirements for the staff members who are CPA’s		Tuition assistance program		Casual Friday		flex time

		H79		Flexible work schedules		Cross training		Tuition assistance		SAMS (Staff Assessment of Management)

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		L44		Currently evaluating implementing career advancement within established classes

		R36		Competitive pay structure		Variable work schedule		Career planning and training		Employee involvement in decision making

		H73		"celebration of success" -- reward and recognition program		merit increases		we have an elaborate screening process involving psychological testing for job relevant competencies prior to an offer extension (NEO inventory)

		H75		for some positions we have developed career ladder incentives to include training		employee recognition program

		H95		team processes in all areas		-- constant recognition and reward programs (non-monetary)		full support of "open door" policy		small agency -- executive director knows all employees		a positive, mission focus exists

		J02		comprehensive training program

		J12		supervisory and management training programs		career pathing recommendation		flex hours and casual dress

		J16		developed an extensive on-the-job training program for human services assistant personnel		implemented a mentoring program for direct care staff		agency director organized a workforce development committee

		KO5		retention increases based on job offers

		NO4		developed formal officer mentoring program in several locations

		NO4		developed "step-increase" program to retain officers

		U12		Enhanced employee recognition programs		Management development training		Improvements in working environment		Increased emphasis on employee compensation		Allowing employees t work on special projects

		D17		Retention increases		Flexible work schedules		Tuition assistance		Telecommuting

		F05		Cross training		Job expansion		Tuition Assistance Program		Retention pay		flexible work schedules		telecommuting		competitive pay

		S60		If we have carry forward money, we give bonuses

		R16		Flexible work schedule policy		Employee Innovation System		written policies for in-band salary increases authorized at the agency level

		P28		Developing career path program for Park Techs

		R08		Flexible work hours		Hiring within the agency		Employee Recognition (Employee of the Year)		State Pay Plan

		P12		Career paths for Foresters, wardens, forest technicians, rangers		Performance Pay Increase		Bonus		Tuition Assistance Programs

		E20		Continue to provide good working conditions		performance increases & bonuses		Recognize employee of the year		Tuition Assistance

		H21		Competitive salaries within budgetary means		Excellent benefits package and career training opportunities within budgetary menas

		H17		Career pathing programs in lawa enforement and facilities management

		H15		Considering flex time hours more seriously and implementing some opportunity to work from home

		J04		Alternative work schedule (compressed work week)		Flex-time		Training		Tuition assistance		Exit interviews		Alternative dispute resolution		Telecommute		Recognition		Internal job postings		Performance pay

		P36		There are none in place at the present time; however, we hope to incorporate some form of retention practice within the guidelines of the annual evaluation.

		L32		Pay for Performance		Additional Duties Increase

		H09		Pay increases based on employee performance will continue to help with retention rates

		H09		Employees have opportunity for retention pay increases

		H09		We track employees’ reasons for leaving in order to establish trends.  This helps us know areas for targeting improvement in retention

		H91		Employee recognition activities		Employee wellness activities		Flex-time		Reviewing positions on a regular basis for reclass or to determine if a salary supplement is required

		N08		Career Pathing

		E12		We have a low turnover rate. Management encourages a good working environment and open communication among team members during regular staff meetings    Normally, if we have turnover, it is an employee, who has been selected for a promotional opportunity

		H67		Retention pay increase/ developing skill-based pay for technical skills development/ MIS training plan/ flexibility in allowing employees of television industry to augment income with outside employment within policy restrictions

		H63		Money and time is provided for career enhancement; i.e. Education Associates attend conferences and seminars, etc.  Employees are empowered to have discretionary decision making for job enhancement

		P26		Most of our employees enjoy working here and it is apparent from the longevity of our employees. If salary or promotion become an issue, we do all that is within our purview to provide promotional or salary requests within the parameters of OHR

		E16		Try to promote from within when possible

		E16		Continue to provide training opportunities when possible

		H12		Establishing State OHR hiring rates to meet demand, begun this FY

		H12		Utilizing Employee Development/Career Development satellite approval with OHR to help develop certification and skills, such as Certified Public Mgr programs

		H12		In process for 360 evaluation (informal) feedback and certification programs for supervisors and decentralized Business Officer/Human Resource Mgr employees in Budget Centers within the organization

		P32		We are liberal in our retention, bonus and performance pay practices, when we have the funds

		P32		We support professional training opportunities

		P32		We encourage retreats and other morale building methods

		P32		We have barbeques, Thanksgiving luncheons and Christmas parties to enhance morale and to show appreciation for good work

		P32		We provide agency logo gifts for staff when they participate in a special event or we have a successful year

		P32		We have an incentive program to help retain sales staff

		P32		We encourage the development of teams to solve problems and encourage employee interaction





Chart2

		Improve compensation

		Career-pathing

		Cont. Ed. program

		Tuition assistance

		Flexible schedules

		Cross-training



Number of Responses

Suggested  Agency Retention Initiatives
(48 agencies responding - multiple responses from each agency allowed)

45

11

8

7

7

3



chart2 data

		

		45		Improve compensation

		11		Career-pathing

		8		Cont. Ed. program

		7		Tuition assistance

		7		Flexible schedules

		3		Cross-training





b

		R36		Career Pathing		Career development

		J04		Career Pathing		Career path development

		P28		Career Pathing		Career Paths

		H17		Career Pathing		Construct detailed career pathing options for entry-level to mid/high management opportunities

		F27		Career Pathing		Continue with emphasis on career progression

		code8		Career Pathing		create possitions that offer advancement opportunities

		R24		Career Pathing		Develop formalized career development plans

		R08		Career Pathing		Developing Career tracks and employee development

		R24		CE Program		Expand training opportunities

		S60		CE Program		Maybe more training

		H67		CE Program		More training dollars for skills development/ calm down internal environment which had been in upheaval for past 4-5 years/ need more updated physical systems, i.e. MIS/broadcast equipment

		U12		CE Program		More training opportunities

		J20		CE Program		Professional development/training programs

		E12		CE Program		Provide applicable “paid” continuing education programs

		E20		CE Program		Training for supervisors/leadership

		F05		Cross Training		Cross training

		R08		Cross Training		Cross Training

		D17		Cross Training		Cross-training

		E20		Flexible Schedules		Flexible hours

		Tech Schools		Flexible Schedules		flexible schedules

		J02		Flexible Schedules		flexible work hours

		R36		Flexible Schedules		Flexible work schedule

		F05		Flexible Schedules		flexible work schedules

		H73		Flexible Schedules		incorporation of "flex" time

		L32		Improved Compensation		Agency head salary needs to be aligned with current market for comparable positions in Southeast

		Tech Schools		Improved Compensation		better benefits

		D17		Improved Compensation		Better Pay

		Tech Schools		Improved Compensation		better salaries

		H91		Improved Compensation		Compensate at a higher level

		F05		Improved Compensation		competitive pay

		R36		Improved Compensation		Competitive salaries

		H75		Improved Compensation		continue to seek legislative support to approve and fund salary range increases and consistent and higher annual and merit pay.

		H12		Improved Compensation		Develop approved counter-offer procedures.  This is flexibility allowed by state, but not utilized by CU because of concerns…requires good monitoring and audit

		R24		Improved Compensation		Develop opportunities for compensation increases

		R08		Improved Compensation		Employee Bonus Pay (higher than $1,000)

		D17		Improved Compensation		Employee bonus program with maximum higher than $1,000

		P32		Improved Compensation		Ensure that employees do not have to pay parking - when other agencies receive it free

		J04		Improved Compensation		Establish bonus program

		H24		Improved Compensation		Exercising flexibility in compensation

		H15		Improved Compensation		Have available appropriate funds to provide more realistic salaries -- both starting and those increases associated with performance.

		H18		Improved Compensation		identify sources of funding to reclassify positions, award performance increases and other types of pay increases.

		code8		Improved Compensation		incease pay and benefits

		E20		Improved Compensation		Increase Pay

		H63		Improved Compensation		Increase pay; increase promotional opportunities through career ladder progression and the formulation of a bridge class; institute a stipend program

		J12		Improved Compensation		increase salaries for hard to recruit positions

		code9		Improved Compensation		increase salary

		N08		Improved Compensation		Increase the rate of compensation, maintain existing awards and recognition program and utilize monetary incentives

		P32		Improved Compensation		Increase use of bonus to use in place of an annual increase - tied to performance appraisal

		H21		Improved Compensation		Maintain competitive salaries

		H95		Improved Compensation		merit increases, etc.

		U12		Improved Compensation		More flexibility with compensation

		J04		Improved Compensation		More money for salaries

		H21		Improved Compensation		Must have adequate funding

		J20		Improved Compensation		New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		P32		Improved Compensation		Pay and benefits similar to our own competitors - not the general state government competition

		KO5		Improved Compensation		raise salaries to compete with other states, allow paid overtime, and improve working conditions

		NO4		Improved Compensation		receive funding for certain types of benefits (tuition assistance, moving, etc.)'

		F05		Improved Compensation		retention pay

		L44		Improved Compensation		Salary evaluation to make salaries of employees comparable to years of service and market value of position

		R28		Improved Compensation		substantial salary increases

		R12		Improved Compensation		target specific salary levels to meet market conditions

		F27		Improved Compensation		timely salary increases

		E12		Improved Compensation		Utilize agency funded performance increases

		R24		Improved Compensation		Utilize bonus program more effectively

		H73		Improved Compensation		we consistently review salary levels and make adjustments, as necessary

		H79		Mentoring Programs		Development and implementation of a Mentoring Program.

		P28		Mentoring Programs		Mentoring Programs

		R36		Tuition Assistance		Educational reimbursement

		H09		Tuition Assistance		Encourage learning and growth through use of tuition waver/tuition assistance programs

		H95		Tuition Assistance		seek more funding for education assistance

		J02		Tuition Assistance		tuition assistance

		F05		Tuition Assistance		tuition Assistance Program

		R08		Tuition Assistance		Tuition Program

		R28		Tuition Assistance		tuition reimbursement

		P36				A reorganization geared toward adherence to state policies and an adopting an agency mission – clearly delineated to all staff – and then a continuing joint effort to accomplish the mission while adhering to state policies and/or development of more agenc

		H91				Adjustments of heavy workloads

		H87				agency culture has not created serious retention problem, but that could change

		E08				approval of additional FTE's for agency

		P32				Be able to provide reasonable food at an employee gathering - not make your employees bring or pay for the food when at an all-day meeting

		E20				Childcare

		H75				continue exploring opportunities to convert full time positions to part ime permanent positions

		P12				Continue our efforts in the areas of recognition, empowerment, salary adjustments, and advancement opportunities

		H09				Continue pay for performance as a line item in the annual budget

		code9				decrease travel time

		H75				develop job sharing

		D17				Employee recognition programs

		D17				Expanded use of items in 15a

		H12				Focus on mission of agency and demonstrate recognition of performers (will require trust and loosening of state restrictions on awards, out-of-the-box thinking by state regulations and state OHR staff), and demonstrate good stewardship by agency in provid

		L12				giving employees more of an opportunity to have input in the decision making process -- try to incorporate the employees' ideas in the strategic plan of the agency

		F05				job expansion

		P28				Leadership training with focus on coaching, facilitating, and mentoring

		H09				Look internally for promotions before advertising externally

		J20				Looking at innovative, creative ways to recruit and retain employees

		H21				Maintain desirable working environment and up-to-date equipment

		H91				More administrative assistance

		P32				More flexible pay processes/funding/budgeting processes to provide meaningful monetary rewards for good performance

		H91				More individual and team recognition

		R04				More opportunities for advancement, especially without meeting MTE for next level

		H75				offer more specifically defined career pathways for advancement

		H12				Proactive Employee Relations/Employee Development/Employee Assistance effort support

		R24				Provide more recognition and rewards programs

		P32				Quality, professional training opportunities

		J04				Reduce administrative paperwork

		H12				Standardize PDs and KSAs (prototype) to develop consistency

		J20				Streamlining and looking at ways to conduct business in a more efficient manner

		F05				telecommuting

		J16				we currently offer the allowable percentage amount when a confirmed job offer is made to those employees we would like to retain

		R16				We do not have a problem in retaining desirable employees

		P26				We don’t have that much of a problem retaining desirable employees. We are a small agency so promotional opportunities are not always there and our budget constrains us in our ability to give raises

		L04				Better agency image

		L04				Better pay

		H51				Career pathing

		N12				Career pathing

		Tech Schools				Career pathing

		E24				Competitive salaries

		N12				Competitive salary levels with other state agencies and main competitive agencies.

		Tech Schools				flexible schedules

		Tech Schools				improve compensation

		L04				Improved work environment

		H27				Making changes necessary to retain desirable employees would required changes external to the University

		L04				Recognition programs

		E24				Recognition programs
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		H18		regularly update salaries in classification plan and assuring that funding is available to support the salaries.

		R04		more flexibility in reclassifications

		H75		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		H75		deleggate authority to agencies to approve their own salary increases for external equity purposes.

		H75		provide employee training free of charge

		E28		cross training

				allow agency to incease salary

		code9		ensure travel reimbursement is adequate

		code8		lobby for increased pay and benefits

		Tech Schools		Conduct regular market surveys/reclassification reviews; adjust salary ranges according

		R12		perform job audits to ensure jobs are properly classified with appropriate salary levels for the specific agency’s type of work

		F27		Keep the General Assembly informed of shortage of qualified applicants and the need to maintain competitive salaries

		P24		Assist with career development plans.  Provide updated salary surveys on a routine basis, providing information on public and private comparability studies

		H79		Periodic updates of trends and “Best Practices” of others

		J20		Remaining flexible to innovative ideas and new approaches to streamlining services and developing efficient ways of providing services

		L44		Evaluate rehabilitation positions (VR Counselors, O&M Instructors).  Rehabilitation Services Administration requiring VR Counselors to have Masters Degree.

		R36		Career training programs

		R36		Serve as recruitment consultants for state agencies

		R36		Provide central recruitment location for potential state employees

		H73		help us with salary reviews		continue to provide flexibility to agencies to develop our own programs

		H75		better identification and training of staff needs		be more responsive when reclass requests are made and allow agencies greater authority to approve

		H87		continue to designate decisions to agency on issues such as compensation increases

		H95		continue customer focus by retirement systems, health systems, insurance services, etc.

		J02		delegation to the maximum

		J02		allow agency flexibility to give increases based on equity

		J12		supplementary training programs to orient personnel to government policies and practices		government operations management

		J16		take a proactive role in developing and sponsoring competitive pay packages, to include merit raises each year

		J16		review salary on a state-wide basis for competitive comparisons with private sector and authorize band changes as appropriate

		J16		provide more assistance in data collection

		KO5		continue to work with agencies on pay

		L12		continue to provide agencies with adequate and pertinent training

		NO4		continue assisting with auditing functions (to ensure consistency), training, surveys, etc.

		U12		Increased flexibility to match offes from external sources

		D17		Continue to work with the legislature to give maximum flexibility in administering policies and procedures.

		F05		Flexibility in approving desired pay actions to keep valuable employees.

		S60		Nothing

		R16		N/A

		P28		Provide opportunities for professional growth and development

		R08		Continue to work with the legislature to give maximum flexibility in administrative policies and procedures amoung agencies

		P12		Salary flexibility within pay bands has been very helpful.

		H24		Allowing more freedom in exercising flexibility in compensation

		E20		Provide one or two day training courses versus 4 days

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H21		Study classes and salaries frequently and provide career paths within class series to maintain competitiveness

		H21		Continue to provide flexibility in decision-making within the agency

		H17		Developing cross training/career pathing plans in conjunction with the agencies, including curriculum development, duration of training plan to reach specific competencies, etc.

		H15		Have available approprite funds to provide more realistic salaries -- both starting and those increases associated with performance.

		J04		Child care/Elder care

		J04		Wellness programs/state employee discount at fitness centers

		J04		Acute sickness centers

		J04		Benchmark competition policies to state policies

		J04		Explore college tuition assistance for state employee’s children

		J04		Step plan longevity increase

		P36		Perhaps the sharing of models that have worked for other agencies

		P36		More on-site and/or field training.  Not everyone can get to Columbia for training

		L32		Support an increase in agency head salary

		H09		Continue to grant money for pay increases based on annual employee evaluations

		H91		OHR could lobby to raise the percentage limit on retention increases.

		N08		Increase the dollar amount for employee bonuses

		E12		Recommend  the General Assembly adequately fund a higher merit increase and increase benefits package to stay competitive

		H67		Sell advantages of State employment/ flexibility in allowing agencies to approve own inequity increases/ flexibility in bonus pay/

		H63		Increase pay; develop a step plan; increase retirement benefits as an incentive to stay in state government

		P26		Higher starting salaries in the classes may help. We know we can go above minimum if warranted and approved by your office but sometimes that is not as easy to do as it could be

		E16		Recent improvements in the class/grade system have allowed agencies more flexibility and have provided the necessary improvements

		H12		Allow agencies to work within broad guidelines, rather than restrictions that reflect concern over legal problems, where agencies demonstrate responsible actions

		H12		Recognize interaction of agency HR personnel with other entities, and take the lead to coordinate regulations/requirements/reporting demands/surveys, with those entities. For instance, leave without pay actions in an agency requires coordination of differ

		H12		Minimize restrictions on use and percentages for temporary salary adjustments, frequent because of changing research, loss of key employees, etc

		P32
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		ensure travel reimbursement is adequate
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		Provide one or two day training courses versus 4 days

		Provide opportunities for professional growth and development
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		P26		dependability		Dedication		Loyalty		teamwork skills		Strong work ethic

		E16		highly enthusiastic about career or motivated		integrity		Strong work ethic		computer literacy

		H12		Team orientation		integrity		Positive people-oriented leadership skills		good communication skills		flexibility

		P32		good communication skills		Strong work ethic		leadership ability		Team orientation		Supervisory and management   skills
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Sheet1 (2)

		H95		lateral training in many "one deep" positions		active internships with local colleges		use of OHR training to develop new/upgrade skills

		R36		Our agency is currently reviewing agency positions to determine if we are utilizing our resources effectively and efficiently		Cross training employees

		F27		auditor career path is well established		Cross training employees for admin tasks

		R12		mentoring program		cross trainings		professional development

		H75		provide opportunities for employees by assigning high reward projects, exposure to new technologies allowing lots of visibility.		develop the most extensive and successful training effort in order to retain good employees

		J16		internal promotion		external hire from similar healthcare agencies

		R44		Executive development program		Grooming our future leaders		Mentoring program (formal and informal)

		R28		Strategic planning		internal and external communications		process and systems reviews		employee empowerment		resource development		Customer appreciation		Customer expectation analysis

		H73		we have identified employees eligiblefor retirement within five years		key management positions now have a #2 person who has been identified and developed to assume the lead position, if vacant

		H17		On the job training (predominantly voluntary)		Leadership training - as needed		Seminars or course offerings

		J20		Professional development/training programs		Looking at innovative, creative ways to recruit and retain employees		New employee benefits programs (reward, gift programs, “concierge services”, etc.).		Streamlining and looking at ways to conduct business in a more efficient manner

		E08		Cross training employees		mentoring

		J04		Turnover & retirement analysis		Mentoring program		Tuition assistance to train for advancement		Advanced training (ex. Executive Institute, CPM, Leadership in SC) and cross        training staff

		H87		identify staff with management potential		provide appropriate training and move to positions of greater responsibility when available		agency has formal staff CE program

		H91		We are going to train the Grants Administrator I to be the backup for the Program Manager I		We are cross training Arts Coordinator I's and giving them regional responsibilities		Cross training in Grants, Procurement, HR, Word Processing and Database Administration

		R04		Currently being prepared

		H75		Cross training employees

		code9		employees grained in duties of next higher position

		code8		Cross training employees

		H06		deputy director forecasts need, make necessary budget request

		P24		Informal identification of future leaders who are provided “grooming” activities, such as special projects, leadership training, and exposure to critical staff as well as outside entities such as legislatures, conservation groups, etc

		H79		Identification of staff with senior management potential.  Training provided to develop their potential

		J02		will begin strategic planning in January that will include succession planning

		J12		leadership training program mentor program (pilot)

		L46		very small; we do not anticipate retirement of current staff for 20+ years

		NO4		no formal plan at this time -- however, we are much more mindful of mid-manager selections for our future leaders

		H21		Normally, the University has advance time to recruit replacements.  In other instances key management positions have someone that can step in until a replacement is found.

		E20		To the extent possible, crosstraining is doen to ensure continuity during turnover and absences.  Also, identify prospective candidates to fill complex positions.

		H24		Each department or key administrative area is required to appoint a back-up to the department head or other key personnel.  The back-up person is trained to assume responsibilities in the absence of the key person and/or to assume interim appointment upon

		P12		The SCFC has many career advancement opportunities such as for Forestors shown on the attachment, which enable us to continuously promote from within.  Forester Career Ladder: Forester I - Band 4, Starting Salary $24,501; Forester II - Band 5; Forester II

		R08		Hiring qualified employees within the agency

		P28		Identify positions where turnover is high and/or vacancies are likely, then provide development opportunities for employees within career path.

		R16		Whenever possible we promote from within the agency

		F05		Identification of staff with upward mobility potential.  Training programs such as mentoring, APM, CPM and Executive Institute as well as occupation specific training.

		D17		Promotion from within the agency

		U12		Formal plan under development

		H03		Practices are Informal

		L32		All departments cross train at all levels

		H09		Through recent efforts in staff development and training, we hope to better prepare employees to handle increased responsibilities.  In addition, we have made attempts to streamline the recruiting process to make filling vacant positions faster and easier

		N08		Informally managed

		E12		Employees are cross-trained so that when a vacancy occurs, we can promote from within

		H67		In order for this to occur, more flexibility is needed in regards to the fear of pre-selection under state rules.  We are looking at developing a more formal plan, and some managers have identified performers internally.   We would be curious how such an

		H63		All positions are made available to staff for promotional opportunities;some job sharing occurs to train staff for promotional opportunities

		P26		Each position in our agency except for two are all differently classified so succession would be somewhat difficult. We will promote from within if we can and did that about 3 years ago

		E16		Internal applications and promotions are given priority consideration when qualifications are met

		H12		No formal program – Each Administrative Officer attempting to identify succession needs in most areas, but in initial discussion stages

		P32		We groom lower level economic development professionals to take higher level ED positions as they gain experience. Division Directors meet with the Director and Chief of Staff annually to discuss staff strengths, weaknesses and training needs. We emphasiz
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Sheet1

		E20		Backup Required for Certain Positions		Each department or key administrative area is required to appoint a back-up to the department head or other key personnel.  The back-up person is trained to assume responsibilities in the absence of the key person and/or to assume interim appointment upon												Customer expectation analysis

		R44		Backup Required for Certain Positions		key management positions now have a #2 person who has been identified and developed to assume the lead position, if vacant

		H87		Backup Required for Certain Positions		lateral training in many "one deep" positions

		H09		Backup Required for Certain Positions		We are going to train the Grants Administrator I to be the backup for the Program Manager I

		U12		CE program		Advanced training (ex. Executive Institute, CPM, Leadership in SC) and cross        training staff

		H75		CE Program		agency has formal staff CE program

		H73		CE program		develop the most extensive and successful training effort in order to retain good employees

		R36		CE program		Executive development program

		NO4		CE program		Leadership training - as needed

		J02		CE program		leadership training program mentor program (pilot)

		H06		CE program		professional development

		H79		CE program		Professional development/training programs

		H75		CE program		provide appropriate training and move to positions of greater responsibility when available

		NO4		CE program		Seminars or course offerings

		H87		CE program		use of OHR training to develop new/upgrade skills

		H03		Cross Training Program		All departments cross train at all levels

		R04		Cross Training Program		Cross training employees

		H75		Cross Training Program		Cross training employees

		code9		Cross Training Program		Cross training employees

		J20		Cross Training Program		Cross training employees

		P24		Cross Training Program		Cross training employees for admin tasks

		H09		Cross Training Program		Cross training in Grants, Procurement, HR, Word Processing and Database Administration

		H06		Cross Training Program		cross trainings

		N08		Cross Training Program		Employees are cross-trained so that when a vacancy occurs, we can promote from within

		H21		Cross Training Program		To the extent possible, crosstraining is doen to ensure continuity during turnover and absences.  Also, identify prospective candidates to fill complex positions.

		H09		Cross Training Program		We are cross training Arts Coordinator I's and giving them regional responsibilities

		P24		Established Career Path		auditor career path is well established

		F27		Identification of Potential Leaders		Identification of staff with senior management potential.  Training provided to develop their potential

		R16		Identification of Potential Leaders		Identification of staff with upward mobility potential.  Training programs such as mentoring, APM, CPM and Executive Institute as well as occupation specific training.

		code8		Identification of Potential Leaders		identify individual who could function in position with proper training

		H75		Identification of Potential Leaders		identify staff with management potential

		R12		Identification of Potential Leaders		Informal identification of future leaders who are provided “grooming” activities, such as special projects, leadership training, and exposure to critical staff as well as outside entities such as legislatures, conservation groups, etc

		E08		Identification of Potential Leaders		employees grained in duties of next higher position

		H67		Internal Promotions		All positions are made available to staff for promotional opportunities;some job sharing occurs to train staff for promotional opportunities

		P26		Internal Promotions		Internal applications and promotions are given priority consideration when qualifications are met

		J12		Internal Promotions		internal promotion

		F05		Internal Promotions		Promotion from within the agency

		H24		Internal Promotions		The SCFC has many career advancement opportunities such as for Forestors shown on the attachment, which enable us to continuously promote from within.  Forester Career Ladder: Forester I - Band 4, Starting Salary $24,501; Forester II - Band 5; Forester II

		H12		Internal Promotions		We groom lower level economic development professionals to take higher level ED positions as they gain experience. Division Directors meet with the Director and Chief of Staff annually to discuss staff strengths, weaknesses and training needs. We emphasiz

		P28		Internal Promotions		Whenever possible we promote from within the agency

		H87		Internships		active internships with local colleges

		H75		Mentoring Program		mentoring

		H06		Mentoring Program		mentoring program

		U12		Mentoring Program		Mentoring program

		R36		Mentoring Program		Mentoring program (formal and informal)

		code7		Strategic Planning		deputy director forecasts need, make necessary budget request

		R28		Strategic Planning		Strategic planning

		R28				Customer appreciation

		R28				Customer expectation analysis

		H63				Each position in our agency except for two are all differently classified so succession would be somewhat difficult. We will promote from within if we can and did that about 3 years ago

		R28				employee empowerment

		J12				external hire from similar healthcare agencies

		D17				Formal plan under development

		R36				Grooming our future leaders

		P12				Hiring qualified employees within the agency

		R08				Identify positions where turnover is high and/or vacancies are likely, then provide development opportunities for employees within career path.

		E12				In order for this to occur, more flexibility is needed in regards to the fear of pre-selection under state rules.  We are looking at developing a more formal plan, and some managers have identified performers internally.   We would be curious how such an

		H91				Informally managed

		R28				internal and external communications

		H79				Looking at innovative, creative ways to recruit and retain employees

		H79				New employee benefits programs (reward, gift programs, “concierge services”, etc.).

		L46				no formal plan at this time -- however, we are much more mindful of mid-manager selections for our future leaders

		E16				No formal program – Each Administrative Officer attempting to identify succession needs in most areas, but in initial discussion stages

		H17				Normally, the University has advance time to recruit replacements.  In other instances key management positions have someone that can step in until a replacement is found.

		NO4				On the job training (predominantly voluntary)

		J20				Our agency is currently reviewing agency positions to determine if we are utilizing our resources effectively and efficiently

		J04				Practices are Informal

		R28				process and systems reviews

		H73				provide opportunities for employees by assigning high reward projects, exposure to new technologies allowing lots of visibility.

		R28				resource development

		H79				Streamlining and looking at ways to conduct business in a more efficient manner

		L32				Through recent efforts in staff development and training, we hope to better prepare employees to handle increased responsibilities.  In addition, we have made attempts to streamline the recruiting process to make filling vacant positions faster and easier

		U12				Tuition assistance to train for advancement

		U12				Turnover & retirement analysis

		J16				very small; we do not anticipate retirement of current staff for 20+ years

		R44				we have identified employees eligiblefor retirement within five years

		H95				will begin strategic planning in January that will include succession planning

		Tech Schools		*		ce program

		L04				Currently being prepared

		Tech Schools				HR provides a list of retirees eligible each year. Each division plans accordingly

		Tech Schools				Identification of potential leaders

		E24				Increase duties and responsibilities within existing and new programs

		Tech Schools		*		Internal promotions

		N12				no formalized succession planning

		Tech Schools				no formalized succession planning

		Tech Schools				no formalized succession planning

		H27				Responsibility of department heads

		Tech Schools				to be fair to all employees in following state policies and procedures

		H51				Working on this

		Tech Schools				Working on this
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first 

				agency code

		1		code 1		Inability to give significant increases to reward outstanding performance.

		2		R28		low salary

		3		H18		inadequate funding for salary increases

		4		R04		salary not competitive with private sector

		5		H75		excessive work load

		6		H47		continued lack of significant legislated funding for salaries to remain competitive through significant annual and merit increases

		7		E08		lack of fte's

		8		code9		positions require significant travel

		9		code8		salary not competitive with private sector

		10		code7		low salary

		11		H06		funding

		12		R12		salary not competitive with private sector

		13		P24		low salary

		14		F27		lack of Salary Advancement

		15		H79		Better opportunities offered in another state governement agency

		16		J20		Lack of trust between managers/supervisors and subordinates

		17		L44		low salary

		18		R36		no advancement opportunites

		19		R44		Inability to keep up with the escalating compensation rates in the private sector in good economic times

		20		H71		low salary

		21		H73		competition offers higher salaries and additional benefits elsewhere

		22		H75		non-competitve salaries with private sector

		23		H95		unable to compete with external salary offers

		24		J02		low salary

		25		J12		competitive outside market

		26		J16		lack of promotion opportunities

		27		KO5		non-competitve salaries are below the Southeastern average in law enforcement positions; paid overtime is not readily available and compensatory time is used instead

		28		L12		not having a progressive pay schedule

		29		L24		low salary

		30		N04		lack of fuding for increases and varied fringe benefits (moving, education, etc.)

		31		U12		low salary

		32		P28		low salary

		33		R08		limited job mobility

		34		D17		competitive offer

		35		E20		low salaries

		36		F05		competing offers non state jobs

		37		H15		low salaries

		38		H17		lack of promotional opportunities

		39		H21		competitive offers

		40		H24		low salary offers due to budget limitations

		41		P12		moving out of job area

		42		J04		Lack of career opportunities

		43		P36		Improper planning of new employee role in agency structure

		44		L34		lowSalary (salary structures are constrained by agency head salary)

		45		H09		Rate of pay and low annual salary increases

		46		H91		Arts Coordinators are offered out-of-state positions which pay higher salaries

		47		N08		low salaries

		48		E12		Non-supervisory pay levels & progression – cost of living adjustments and merit raises are not competitive with private sector

		49		H67		Not competitive on salaries

		50		H63		Pay - regular increases not dependent upon General Increase; i.e. Step Plan

		51		P26		Promotional Opportunities

		52		E16		Due to the size of the agency, we are limited in the number of promotional opportunities we can provide to existing staff

		53		H12		Competing with compensation and benefits in private industry

		54		P32		Pay and funding for pay

		55		N12		Unpleasant work environment

		56		H51		Non-competitive Salaries

		57		H27		Non-competitive Salaries

		58		Tech Schools		Non-competitive Salaries

		59		E24		Budget Limitations

		60		L04		Budget Limitations





first(2)

						agency code

		1		1		H75		excessive work load

		3		2		R28		Inadequate Compensation

		4		3		H18		Inadequate Compensation

		5		4		R04		Inadequate Compensation

		6		5		H47		Inadequate Compensation

		7		6		E08		Inadequate Compensation

		8		7		code8		Inadequate Compensation

		10		9		H06		Inadequate Compensation

		11		10		R12		Inadequate Compensation

		12		11		P24		Inadequate Compensation

		13		12		F27		Inadequate Compensation

		14		13		L44		Inadequate Compensation

		15		14		R44		Inadequate Compensation

		16		15		H71		Inadequate Compensation

		17		16		H73		Inadequate Compensation

		18		17		H75		Inadequate Compensation

		19		18		H95		Inadequate Compensation

		20		19		J02		Inadequate Compensation

		21		20		J12		Inadequate Compensation

		22		21		KO5		Inadequate Compensation

		23		22		L12		Inadequate Compensation

		24		23		L24		Inadequate Compensation

		25		24		N04		Inadequate Compensation

		26		25		U12		Inadequate Compensation

		27		26		P28		Inadequate Compensation

		28		27		D17		Inadequate Compensation

		29		28		E20		Inadequate Compensation

		30		29		F05		Inadequate Compensation

		31		30		H15		Inadequate Compensation

		32		31		H21		Inadequate Compensation

		33		32		H24		Inadequate Compensation

		34		33		L34		Inadequate Compensation

		35		34		H09		Inadequate Compensation

		36		35		H91		Inadequate Compensation

		37		36		N08		Inadequate Compensation

		38		37		E12		Inadequate Compensation

		39		38		H67		Inadequate Compensation

		40		39		H63		Inadequate Compensation

		41		40		H12		Inadequate Compensation

		42		41		P32		Inadequate Compensation

		43		42		H51		Non-competitive Salaries

		44		43		H27		Non-competitive Salaries

		45		44		Tech Schools		Non-competitive Salaries

		46		45		E24		Budget Limitations

		47		46		L04		Budget Limitations

		48		1		J04		Lack of career opportunities

		49		2		H79		Lack of established career growth opportunities

		50		3		R36		Lack of established career growth opportunities

		51		4		J16		Lack of established career growth opportunities

		52		5		R08		Lack of established career growth opportunities

		53		6		H17		Lack of established career growth opportunities

		54		7		P36		Lack of established career growth opportunities

		55		8		P26		Lack of established career growth opportunities

		56		9		E16		Lack of established career growth opportunities

		57				J20		Lack of trust between managers/supervisors and subordinates

		58				P12		moving out of job area

		59				code9		Work environment

		60				N12		Unpleasant work environment





second

		agency code

		code 1		Inability to decrease salaries of or terminate poor performers to make room for outstanding performers.

		R28		no tuition reimbursement

		H18		geographic location

		H75		inequitable workload/salary

		H47		pay increase associated with promotion not sufficient

		E08		low salaries

		code9		salray not competitve with prevate sector

		code8		limited advancement opportunities

		H06		limited advancement opportunities

		R12		limited advancement opportunities

		P24		limited advancement opportunities

		F27		Travel requirements of the job

		H79		Better opportunities offered in private sector

		J20		lack of a Competitive Benefits/Compensation Package

		L44		limited advancement opportunities

		R36		lack of a Competitive Benefits/Compensation Package

		R44		The aging workforcemany experienced employees have retired and will retire in the next 5 years

		H71		lack of career mobility

		H73		lack of progression in career paths

		H75		more opportunities for women and minorities in other fields

		H95		no funding for significant salary increases

		J02		lack of merit raises

		J12		salaries outside government

		J16		low salaries

		KO5		working conditions -- old facilities, small work space, outdated equipment and lack of equipment

		L12		lack of career opportunities

		L24		lack of career advancement

		N04		competitive offers from other agencies

		U12		lack of advancement opportunities

		P28		lack of promotional opportunities

		R08		low compensation

		D17		lack of promotional opportunities

		E20		Workload/Demands

		F05		competing offers within state jobs

		H15		offers from other state agencies

		H17		Inability to match competitive salaries within the marketplace

		H21		lack of career opportunities

		H24		limited advancement possibilities

		J04		lack of Salary equity

		P36		Static agency structure

		H09		limited advancement possibilities

		H91		Nature of Arts Coordinator job duties places them in contact with and competitive for other employment opportunities in the field

		E12		Fringe benefits (especially dental & child care)

		H67		Lack of training funds to improve skills

		H63		No identified, structured career path in place

		P26		Salary

		E16		Being able to compete with salaries offered in private industry without causing large salary inequities with existing staff members

		H12		Promotional opportunities sometimes limited in some career fields

		P32		Competition for experienced economic development professionals increases as they gain more experience at our Department

		N12		Non-competitive Salaries

		L04		Lack of established career growth opportunities

		H51		Non-competitive Benefits

		H27		Lack of established career growth opportunities

		E24		Lack of fair EPMS

		Tech Schools		Lack of established career growth opportunities





second(2)

				agency code

				H18		geographic location

		1		H47		Inadequate Compensation

		2		E08		Inadequate Compensation

		3		code9		Inadequate Compensation

		4		H79		Inadequate Compensation

		5		J20		Inadequate Compensation

		6		R36		Inadequate Compensation

		7		H95		Inadequate Compensation

		8		J02		Inadequate Compensation

		9		J12		Inadequate Compensation

		10		J16		Inadequate Compensation

		11		N04		Inadequate Compensation

		12		R08		Inadequate Compensation

		13		F05		Inadequate Compensation

		14		H15		Inadequate Compensation

		15		H17		Inadequate Compensation

		16		J04		Inadequate Compensation

		17		E12		Inadequate Compensation

		18		P26		Inadequate Compensation

		19		E16		Inadequate Compensation

		20		P32		Inadequate Compensation

		21		H51		Non-competitive Benefits

		22		N12		Non-competitive Salaries

				H75		inequitable workload/salary

		1		code8		Lack of established career growth opportunities

		2		H06		Lack of established career growth opportunities

		3		R12		Lack of established career growth opportunities

		4		P24		Lack of established career growth opportunities

		5		L44		Lack of established career growth opportunities

		6		H71		Lack of established career growth opportunities

		7		H73		Lack of established career growth opportunities

		8		H75		Lack of established career growth opportunities

		9		L12		Lack of established career growth opportunities

		10		L24		Lack of established career growth opportunities

		11		U12		Lack of established career growth opportunities

		12		P28		Lack of established career growth opportunities

		13		D17		Lack of established career growth opportunities

		14		H21		Lack of established career growth opportunities

		15		H24		Lack of established career growth opportunities

		16		H09		Lack of established career growth opportunities

		17		H63		Lack of established career growth opportunities

		18		H12		Lack of established career growth opportunities

		19		L04		Lack of established career growth opportunities

		20		H27		Lack of established career growth opportunities

		21		Tech Schools		Lack of established career growth opportunities

				H67		Lack of training funds to improve skills

				H91		Nature of Arts Coordinator job duties places them in contact with and competitive for other employment opportunities in the field

				R28		no tuition reimbursement

				P36		Static agency structure

				R44		The aging workforcemany experienced employees have retired and will retire in the next 5 years

				F27		Work environment

				KO5		Work environment

				E20		Work environment

				E24		Lack of fair EPMS





third

		agency code

		code 1		Inability to hire at low rate then increase significantly once performance is determined or, conversely, to hire at higher rate then decrease if performance is not outstanding.

		H47		competitive labor envirnoment in Charlotte

		E22		non competitive salary and benefits

		E08		lack of growth opportunities

		code8		daily travel

		R12		no advancement opportunites

		F27		CPA requirement for career advancement within the agency

		H79		Retirement

		J20		lack of Incentives Programs

		L44		environment

		R36		lack of tuition assisstance, flexibile workweeks, telecommunting

		R44		Flattening of our organizational structure makes advancement more difficult, with the exception of those in career ladders

		H73		work demands and conditions

		H75		pay scale not consistent with level of responsibilities and/or position / lack of incentives (no career path)

		H95		unable to match external offers such as retirement matching funds and education reimbursement

		J02		lack of tuition assistance funds

		J12		work-related factors -- location, work hours, human relations, lag payroll system

		J16		lack of merit raise funds

		KO5		limited reward for performance (monetary/non-monetary)

		L12		limiited personal services funds

		L24		unpleasant work enviornment

		N04		unpleasant work enviornment

		U12		lack of defined career path

		E20		Lack of benefits

		F05		retirement eligibility

		H15		lack of merit money

		H21		moving out of job area

		J04		Management deficiencies

		P36		Agency size

		H09		Communication issues within Departments

		H91		Budget and procedural restrictions of state government frustrate outstanding performers.  They seek outside employment in which fewer restrictions and higher salaries apply

		E12		Training funds, limited

		H67		Lack of upward mobility

		H63		Change in Administrations

		E16		Due to the size of the agency, continuing to provide a challenging work environment and professional development through job assignments and training opportunities

		H12		Longer  hours with no additional compensation available for exempt employees

		P32		Employees must see a career path

		N12		Lack of established career growth opportunities

		H51		Lack of established career growth opportunities

		H27		Lack of training funds

		E24		Non-competitive Salaries

		L04		Unpleasant work environment

		Tech Schools		Work load





third (2)

				agency code

				H63		Change in Administrations

				H09		Communication issues within Departments

				F27		CPA requirement for career advancement within the agency

		2		H47		Inadequate Compensation

		3		E22		Inadequate Compensation

		4		J20		Inadequate Compensation

		5		H75		Inadequate Compensation

		6		H95		Inadequate Compensation

		7		J16		Inadequate Compensation

		8		KO5		Inadequate Compensation

		9		E20		Inadequate Compensation

		10		H15		Inadequate Compensation

		11		H91		Inadequate Compensation

		12		E24		Non-competitive Salaries

		1		P36		Lack of established career growth opportunities

		2		E16		Lack of established career growth opportunities

		3		E08		Lack of established career growth opportunities

		4		R12		Lack of established career growth opportunities

		5		R44		Lack of established career growth opportunities

		6		U12		Lack of established career growth opportunities

		7		H67		Lack of established career growth opportunities

		8		P32		Lack of established career growth opportunities

		9		N12		Lack of established career growth opportunities

		10		H51		Lack of established career growth opportunities

				R36		lack of tuition assisstance, flexibile workweeks, telecommunting

				J02		lack of tuition assistance funds

				L12		limiited personal services funds

				H21		moving out of job area

				H79		Retirement

				F05		retirement eligibility

				E12		Training funds, limited

		1		code8		Work environment

		2		L44		Work environment

		3		L24		Work environment

		4		N04		Work environment

		5		H73		Work environment

		6		J12		Work environment

		7		H12		Work environment

		8		J04		Work environment

		9		L04		Unpleasant work environment

		10		Tech Schools		Work load
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		2		Unpleasant work environment		3		Unpleasant work environment		10		Unpleasant work environment

		100		Compensation-related issues						187

		42		Lack of established career growth opportunities

		12		Unpleasant work environment





Chart1

		Compensation-related issues

		Lack of established career growth opportunities

		Unpleasant work environment



Weighted Responses

Top Factors Making Retention of Outstanding Performers Difficult
(59 agencies responding)

100

42.2459893048
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Chart1

		Better computer skills

		More job content experience

		Management and supervisory skills

		Stronger communication skills

		Team skills

		Stronger customer relations skills

		Interpersonal skills



Number of Responses

Desired Additional Skills for Current Employees
(62 agencies responding - multiple responses from each agency allowed)

42

14

13

11

6

6

5



sorted

		agency				7								42		Better computer skills

		J20				Additional education								14		More job content experience

		R44				Additional education								13		Management and supervisory skills

		J20				Additional education								11		Stronger communication skills

		U12		1		More relevant experience								6		Team skills

		E12		2		More relevant experience								6		Stronger customer relations skills

		E12		3		More relevant experience								5		Interpersonal skills

		H75		4		More relevant experience

		H12		5		More relevant experience

		H12		6		More relevant experience

		H75		7		More relevant experience

		H75		8		More relevant experience

		E20		9		More relevant experience

		J16		10		More relevant experience

		R44		11		More relevant experience

		E24		12		More relevant experience

		H27		13		More relevant experience

		Tech Schools		14		More relevant experience

		H67		1		better computer skills

		H91		2		better computer skills

		H18		3		better computer skills

		L46		4		better computer skills

		H24		5		better computer skills

		N08		6		better computer skills

		H95		7		better computer skills

		H06		8		better computer skills

		R04		9		better computer skills

		code8		10		better computer skills

		R12		12		better computer skills

		F27		13		better computer skills

		L44		14		better computer skills

		H75		15		better computer skills

		H87		16		better computer skills

		J16		17		better computer skills

		L24		18		better computer skills

		N04		19		better computer skills

		R08		20		better computer skills

		H06		21		better computer skills

		R52		22		better computer skills

		R14		23		better computer skills

		D17		24		better computer skills

		E22		25		better computer skills

		R16		26		better computer skills

		H73		27		better computer skills

		P36		28		better computer skills

		E12		29		better computer skills

		H06		30		better computer skills

		H15		31		better computer skills

		H03		32		better computer skills

		H79		33		better computer skills

		F05		34		better computer skills

		J04		35		better computer skills

		R44		36		better computer skills

		H63		37		better computer skills

		E16		38		better computer skills

		H12		39		better computer skills

		N12		40		better computer skills

		H27		41		better computer skills

		L04		42		better computer skills

		Tech Schools		43		better computer skills

		P32		1		Stronger communication skills

		H67		2		Stronger communication skills

		KO5		3		Stronger communication skills

		E28		4		Stronger communication skills

		J12		5		Stronger communication skills

		F05		6		Stronger communication skills

		H09		7		Stronger communication skills

		H79		8		Stronger communication skills

		N12		9		Stronger communication skills

		H27		10		Stronger communication skills

		L04		11		Stronger communication skills

		R04				Stronger customer relations skills

		R36				Stronger customer relations skills

		F05				Stronger customer relations skills

		H79				Stronger customer relations skills

		L04				Stronger customer relations skills

		Tech Schools				Stronger customer relations skills

		J12				Interpersonal skills

		J12				Interpersonal skills

		H91				Interpersonal skills

		H03				Interpersonal skills

		Tech Schools				Interpersonal skills

		P32				Management and supervisory skills

		P28				Management and supervisory skills

		F27				Management and supervisory skills

		J04				Management and supervisory skills

		L44				Management and supervisory skills

		L24				Management and supervisory skills

		L12				Management and supervisory skills

		F27				Management and supervisory skills

		N04				Management and supervisory skills

		R52				Management and supervisory skills

		H09				Management and supervisory skills

		H09				Management and supervisory skills

		Tech Schools				Management and supervisory skills

		L44				Team skills

		L24				Team skills

		H95				Team skills

		R52				Team skills

		P32				Team skills

		Tech Schools				Team skills

		R36				technical skills

		H95				technical writing skills

		H91				Time management

		code8				time management skills

		R04				typing skills

		U12				analytical skill

		H75				problem solving skills

		E28				organization skills

		J04				Bi-lingual





count

		code8

		D17

		E12

		E16

		E20

		E22

		E24

		E28

		F05

		F27

		H03

		H06

		H09

		H12

		H15

		H18

		H24

		H27

		H63

		H67

		H73

		H75

		H79

		H87

		H91

		H95

		J04

		J12

		J16

		J20

		KO5

		L04

		L12

		L24

		L44

		L46

		N04

		N08

		N12

		P28

		P32

		P36

		R04

		R08

		R12

		R14

		R16

		R36

		R44

		R52

		Tech Schools

		U12





original

		agency		7

		H18		technology skills

		R04		computer skills

		R04		typing skills

		R04		customer service skills

		H75		problem solving skills

		E22		IT

		E28		communication skills

		E28		organization skills

		code8		computer skills

		code8		time management skills

		H06		Computer Programming Skills

		H06		Personal Computer Repair/Upgrade Skills

		H06		Computer Systems Analysis Skills

		R12		computer skills

		F27		leadership skills

		F27		computer skills

		F27		supervisory skills

		H79		Stronger computer related skills

		H79		Stronger written and oral communication skills

		H79		Stronger customer relations skills

		J20		Additional education

		J20		Specialized credentialing for human services positions

		L44		Management skills

		L44		team building

		L44		computer skills

		R36		technical skills

		R36		Customer service skills

		R44		Higher educational levels

		R44		More relevant experience

		R44		Relevant computer skills

		H73		keyboarding and computer skills

		H75		computer skills

		H75		experience in content area

		H75		sign-language skills

		H75		experice working with handicapped children

		H87		computer skills

		H95		technical writing skills

		H95		computer proficiency

		H95		team performanc skills

		J12		communication skills

		J12		interpersonal relations skills

		J12		human relations skills for managers

		J16		more job ready experience

		J16		computer skills

		KO5		better computer

		KO5		reading and writing skills

		L12		more training in supervisory skills

		L24		management skills

		L24		team building

		L24		computer skills

		L46		computer literacy / pagemaker and lotus

		N04		computer skills

		N04		supervisory skills

		U12		analytical skill

		U12		proficiency with federal and state regulations

		R52		computer training

		R52		supervisory skills

		R52		team skills

		R16		IT skills to include current software and hardware

		R14		computer training

		P28		Better management/leadership skills

		R08		computer skills

		D17		computer/word processing abilities

		E20		Federal & State court experience, Prior (5 years) experience

		F05		stronger computer skills

		F05		customer service skills

		F05		communication skills

		H15		More technical/computer proficiency at all levels

		H24		computer literacy for those who lacked it

		J04		Management & leadership skills

		J04		Systems development/computer literacy

		J04		Bi-lingual

		H03		Strong Personal Computer Skills

		H03		Strong People Skills - More Accommodating Personalities - More Team Spirit

		P36		More computer skills

		H09		Supervisory skills

		H09		Training in employee performance management (evaluation)

		H09		Good communication skills

		H91		Technological skills

		H91		Time management

		H91		Interpersonal skills

		N08		Computer literate

		E12		Qualified to sit for CPA exam

		E12		Proficient computer/IT skills

		E12		Additional training in governmental accounting

		H67		Technical skills training, including computer software specialties

		H67		Basic communication skills

		H63		Personal computer software skills

		E16		Additional computer skills that would allow the agency to continue to automate and Refine more work processes and improve efficiency

		H12		Computer and relevant software experience

		H12		Relevant experience in Higher Education

		H12		Research and fund raising experience

		P32		Communication shis

		P32		Management and supervisory skills

		P32		Team skills

		N12		Better Computer Skills

		N12		Stronger Communication Skills

		E24		More Job Content Experience

		H27		More Job Content Experience

		H27		Better Computer Skills

		H27		Stronger Communication Skills

		L04		Better Computer Skills

		L04		Stronger Customer Relations Skills

		L04		Stronger Communication Skills

		Tech Schools		Better Computer Skills

		Tech Schools		Management and supervisory skills

		Tech Schools		More Job Content Experience

		Tech Schools		Team skills

		Tech Schools		Stronger Customer Relations Skills

		Tech Schools		Interpersonal skills
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count

		code8				code8				code8

		code9				code9				code9

		D17				D17				D17

		E12				E12				E12

		E16				E20				E20

		E20				F05				E22

		E22				F27				F05

		E22				H03				F27

		F05				H09				H03

		F27				H12				H09

		H03				H15				H12

		H09				H17				H15

		H12				H18				H18

		H15				H24				H24

		H17				H63				H63

		H18				H67				H67

		H24				H73				H71

		H63				H75				H73

		H67				H79				H75

		H71				H87				H79

		H73				H91				H87

		H75				H95				H91

		H79				J02				H95

		H87				J04				J02

		H91				J12				J04

		H95				J16				J12

		J02				J20				J16

		J04				KO5				J20

		J12				L24				KO5

		J16				L44				L12

		J20				L46				L46

		J21				N08				NO4

		KO5				NO4				P24

		L12				P26				P26

		L24				P28				P28

		L32				P32				P32

		L44				P36				P36

		L46				R04				R04

		N08				R08				R08

		NO4				R12				R12

		P26				R24				R28

		P28				R28				R36

		P32				R36				R44

		P36				R44				R52

		R04				R52				U12

		R08				U12

		R12

		R24

		R28

		R36

		R44

		R52

		U12





12a

		agency

		code1		.  Nursing instructors		Salary not competitive

		code1		AD25		Skills & knowledge not readily available

		code1		AG15		Salary & knowledge of State OHR procedures

		R28		AE10		can't match competing offers

		H18		system support tech		Salary not competitive		lack of advancement opportunities

		H18		adm spec 1&2		Salary not competitive

		H18		law enforcement officer 1		Salary not competitive		lack of certification

		R04		engineer		Salary not competitive

		R04		rates analyst		lack of qualified candidates

		H75		KA05		Salary not competitive		lack of qualified candidates

		H75		KC30/40		Salary not competitive

		H75		AJ42/45		Salary not competitive

		E22		attorney		Salary not competitive

		E22		administrative assistant		Salary not competitive

		code9		accountant/fiscal analyst I		too much travel/salary not competitive

		code9		accountant/fiscal analyst II		too much travel/salary not competitive

		code9		accountant/fiscal analyst III		too much travel/salary not competitive

		code8		auditor III		requires work experience/too much travel

		code7		applications analyst II		Salary not competitive

		code7		aj42.45		Salary not competitive

		code7		computer programmer		Salary not competitive

		R12		Claims Analyst I & II		Salary not competitive

		R12		Applications Analyst I & II		Salary not competitive

		R12		Attorney II		Salary not competitive

		R24		Senior Systems Programmer		agency equipment not mainstream

		R24		Biologist		lack of qualified candidates

		R24		Geologist/Hydrologist		lack of qualified candidates

		F27		Auditor III		Salary not competitive for qualified candidates

		H79		Archivist IV		Preferred T&E and budget limitations

		H79		. Info Resource Consultant II		Agency size dictates a “Generalist” approach
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		J20		Information Technology (AJ00)		Competitive pay and work/life programs. In addition to career opportunities

		J21		Human Services (GA00)		Competitive pay and work/life programs. In addition to career opportunities

		L44		Production Assistant II		requires work outside normal office hours

		L44		Recreational Specialist III		requires work outside normal office hours

		L44		Human Services Assistant I		must live in state facility

		R36		Program Manager I – Nursing		low compensation

		R36		Investigator III – Pharmacy		Statute requires a registered pharmacist/ compensation

		R36		Engineers		low compensation

		R44		Information Technology Positions		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		R44		Data Entry positions		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		R44		Property Analysts		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		H71		LPN		salary

		H71		RN		salary

		H73		psychologist		lack of degree

		H73		physician		salary

		H73		vehicle operator		salary

		H75		PT/OT (all therapists)		supply and demand, non-competitive salaries

		H75		vehicle operators		non-competitive salaries

		H75		special education teachers		certification issues; not enough college education programs

		H87		information resource consultant I		lack of ability to pay

		H87		library manager II		lack of appropriate experience

		H95		information technology manager		salary

		H95		planetarium director		salary

		H95		public safety and building maintenance		salary

		J02		applications analyst II		compensation / experience

		J02		registered nurse I and II		rural out-station offices

		J02		social worker III		rural out-station offices

		J12		psychiatrist		location and salary

		J12		nurses		location and salary

		J12		psychiatric service director / program managers		lack of expertise

		J16		forensic psychologist		labor market availability

		J16		human service assistants/specialists		salary and work environment

		KO5		entry level law enforcement positions		salary

		KO5		communications specialists		rotating shifts

		KO5		license examiners		limited recruitment

		L12		human services specialist II		outdoor environment; live-in

		L12		human services specialist I		live-in

		L12		food service specialist I		salary

		L24		production assistant II		hours

		L24		recreational specialist III		hours

		L24		human services assistant I		requires person to live in the dorm; low wages

		L46		statistical and research analyst III		diverse functions -- public information, technology, research and administration

		NO4		ea20		competitive salaries and prison environment

		NO4		ea30		competitive salaries and prison environment

		NO4		aj03		competitive salaries and small applicant pools

				aj07		competitive salaries and small applicant pools

				aj12		competitive salaries and small applicant pools

				aj10		competitive salaries and small applicant pools

				aj25		competitive salaries and small applicant pools

				kb15		large scale food service and supervisory experience not available

				kb20		large scale food service and supervisory experience not available

		P28		LB10		Salary		LB20		Need minority candidate

		R08		Admin Asst/Court Reporter		job skills,  salary		Application Analyst		job skills, salary		Info Resource Consultant		job skills, salary

		E20		Admin. Specialist (receptionist)		The nature of the work and agency standards/requirements		Attorney I, II		The nature of the work and workload in certain sections

		H24		Eng/Assoc Eng III		Budgetary limitations, requisite skills not available in area		VP-Business and Finance		Budgetary limitations		VP-Dev and Institutional Rel		Budgetary limitations, requisite skills not available in area

		H17		SSPC/SSPM (CB) Series		Usually require higher education experience (mid/high level position)		IT positions		Shortage in local market- unable to match money		Building/Grounds positions		Competition with tourism industry - shortage of labor in area

		H15		IT positions		noncompetitive salary opportunity		Law Enforcement		noncompetitive salary opportunity		Skilled Mtn (Trades Specs)		noncompetitive salary opportunity

		F05		Information Resource Consultant		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra		Statisticians		SAS software experience requirement.  Private sector competition.		Engineering/Geodetic Technicians		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		D17		GA50/60		Require specialized case management experience with children.		GA80		Hard to compete with private sector re:  compensation		AJ42/45		Hard to compete with private sector re: compensation

		R52		Attorney III		Pay Band/Salary

		U12		Engineering/Geodetic Technicians		Lack of qualified applicants		Anything in IT Services		Salary		Mechanics		Salary

		J04		Nutritionist		Salary & availability

		J04		Engineer		Salary & availability

		J04		Nursing		Salary & availability

		H03		Personal Computer Expert		Cannot Compete with Private Sector Salaries

		H03		Accountant		Requires Experience with Unique Software

		P36		Trades Specialists		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		P36		Administrative Assistants		Within this group there is a genuine need for those who can communicate with effective writing skills

		P36		Building/Grounds Specialists		Minimum skills are not always available

		L32		Information Resource Consultant		shortage of qualified applicants

		H09		Registered Nurse		Rate of pay and local competition

		H09		Statistician II		low salary

		H09		Printing Equip. Operator I & Student Services Mgr. I (Psychologist)		low salary

		H91		Program Manager I		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		H91		Grants Administrator I		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		H91		Information Resource Consultant II		Beginning salary is too low; shortage of applicants

		N08		Probation and Parole Agents		lack of a resource pool in certain geographic areas

		N08		Database Administrator		lack of qualified/trained applicants

		E12		Computer Programmer I & II		Lack of Qualified Candidates

		E12		Audits  Manager I & II		Salary level inadequate

		E12		Auditor III & IV		Salary level inadequate

		E12		Accountant/Fiscal Analyst I & Ii		Salary level inadequate

		H67		Transmitter Operator (FTS Supervisor)		Skills in short supply/cannot compete on salary

		H67		Graphics Producer (Production Manager III)		Skills in short supply/cannot compete on salary

		H67		MIS positions		Skills in short supply/cannot compete on salary

		H63		Computer Programmer II		Difficult to compete with salary market

		H63		Mechanic III		Difficult to compete with salary market

		H63		Education Associate		Certain positions require specialized program experience

		P26		Grants Adm I		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		P26		Information Technology Manager		New Position needed – Salary requirements will probably be beyond agency’s budget

		E16		Computer Programmers		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		E16		Program Manager III (specifically for our use in the Investments area)		Inability to compete with the salaries offered for this type of expertise in the private sector

		H12		HD60-75		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		H12		KC40		Salary

		H12		KA05		Salary

		P32		IT positions		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		P32		EDM 1, 11, and III (AD58, AD60		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		P32		Foreign office positions		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions
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				agency

		1		H03		1		Accountant		Requires Experience with Unique Software

		2		code9		2		accountant/fiscal analyst I		too much travel/salary not competitive

		3		E12		3		Accountant/Fiscal Analyst I & Ii		Salary level inadequate

		4		code9		4		accountant/fiscal analyst II		too much travel/salary not competitive

		5		code9		5		accountant/fiscal analyst III		too much travel/salary not competitive

		6		F27		6		Auditor III		Salary not competitive for qualified candidates

		7		E12		7		Auditor III & IV		Salary level inadequate

		8		E12		8		Audits  Manager I & II		Salary level inadequate

		9		code8		9		auditor III		requires work experience/too much travel

		10		H18		1		adm spec 1&2		Salary not competitive

		11		R08		2		Admin Asst/Court Reporter		job skills,  salary

		12		E20		3		Admin. Specialist (receptionist)		The nature of the work and agency standards/requirements

		13		E22		4		administrative assistant		Salary not competitive

		14		P36		5		Administrative Assistants		Within this group there is a genuine need for those who can communicate with effective writing skills

		15				1		IT		Agency size dictates a “Generalist” approach

		16		NO4		2		aj03		competitive salaries and small applicant pools

		17		NO5		3		aj07		competitive salaries and small applicant pools

		18		NO7		4		aj10		competitive salaries and small applicant pools

		19		NO6		5		aj12		competitive salaries and small applicant pools

		20		NO8		6		aj25		competitive salaries and small applicant pools

		21		D17		7		AJ42/45		Hard to compete with private sector re: compensation

		22		H75		8		AJ42/45		Salary not competitive

		23		R08		9		Application Analyst		job skills, salary

		24		R12		10		Applications Analyst I & II		Salary not competitive

		25		J02		11		applications analyst II		compensation / experience

		26		E12		12		Computer Programmer I & II		Lack of Qualified Candidates

		27		H63		13		Computer Programmer II		Difficult to compete with salary market

		28		E16		14		Computer Programmers		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		29		R44		15		Data Entry positions		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		30		R08		16		Info Resource Consultant		job skills, salary

		31		H79		17		Info Resource Consultant II		Agency size dictates a “Generalist” approach

		32		L32		18		Information Resource Consultant		shortage of qualified applicants

		33		F05		19		Information Resource Consultant		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra

		34		H87		20		information resource consultant I		lack of ability to pay

		35		H91		21		Information Resource Consultant II		Beginning salary is too low; shortage of applicants

		36		J20		22		Information Technology (AJ00)		Competitive pay and work/life programs. In addition to career opportunities

		37		P26		23		Information Technology Manager		New Position needed – Salary requirements will probably be beyond agency’s budget

		38		H95		24		information technology manager		salary

		39		R44		25		Information Technology Positions		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		40		R36		26		Investigator III – Pharmacy		Statute requires a registered pharmacist/ compensation

		41		H15		27		IT positions		noncompetitive salary opportunity

		42		P32		28		IT positions		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		43		H17		29		IT positions		Shortage in local market- unable to match money

		44		U12		30		IT Services		Salary

		45		H67		31		MIS positions		Skills in short supply/cannot compete on salary

		46		H03		32		Personal Computer Expert		Cannot Compete with Private Sector Salaries

		47		N08		33		Database Administrator		lack of qualified/trained applicants

		48		H18		34		system support tech		Salary not competitive

		49		R24		35		Senior Systems Programmer		agency equipment not mainstream

		50		H79				Archivist IV		Preferred T&E and budget limitations

		51		R28		1		AE10		can't match competing offers

		52		E22		2		attorney		Salary not competitive

		53		E20		3		Attorney I, II		The nature of the work and workload in certain sections
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		55		R52		5		Attorney III		Pay Band/Salary

		56		R24				Biologist		lack of qualified candidates

		57		H17				Building/Grounds positions		Competition with tourism industry - shortage of labor in area

		58		P36				Building/Grounds Specialists		Minimum skills are not always available

		59		R12				Claims Analyst I & II		Salary not competitive

		60		KO5				communications specialists		rotating shifts

		61		P32				EDM 1, 11, and III (AD58, AD60		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		62		H63				Education Associate		Certain positions require specialized program experience

		63		H24		1		Eng/Assoc Eng III		Budgetary limitations, requisite skills not available in area

		64		J04		2		Engineer		Salary & availability

		65		R04		3		engineer		Salary not competitive

		66		U12		4		Engineering/Geodetic Technicians		Lack of qualified applicants

		67		F05		5		Engineering/Geodetic Technicians		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		68		R36		6		Engineers		low compensation

		69		H12		7		HD60-75		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		70		P32				Foreign office positions		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions

		71		J16				forensic psychologist		labor market availability

		72		D17				GA50/60		Require specialized case management experience with children.

		73		D17				GA80		Hard to compete with private sector re:  compensation

		74		H73				psychologist		lack of degree

		75		R24				Geologist/Hydrologist		lack of qualified candidates

		76		P26				Grants Adm I		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		77		H91				Grants Administrator I		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		78		H67				Graphics Producer (Production Manager III)		Skills in short supply/cannot compete on salary

		82		J16		1		human service assistants/specialists		salary and work environment

		83		J21		2		Human Services (GA00)		Competitive pay and work/life programs. In addition to career opportunities

		84		L44		3		Human Services Assistant I		must live in state facility

		85		L24		4		human services assistant I		requires person to live in the dorm; low wages

		86		L12		5		human services specialist I		live-in

		87		L12		6		human services specialist II		outdoor environment; live-in

		88		code1		7		AG15		Salary & knowledge of State OHR procedures

		89		H12				KA05		Salary

		90		H75				KA05		Salary not competitive

		91		L12				food service specialist I		salary

		92		NO9				kb15		large scale food service and supervisory experience not available

		93		NO10				kb20		large scale food service and supervisory experience not available

		94		H75				KC30/40		Salary not competitive

		95		H12				KC40		Salary

		96		H15				Law Enforcement		noncompetitive salary opportunity

		97		H18				law enforcement officer 1		Salary not competitive

		98		KO5				entry level law enforcement positions		salary

		99		P28				LB10		Salary

		100		P28				LB20		Need minority candidate

		101		H87				library manager II		lack of appropriate experience

		102		KO5				license examiners		limited recruitment

		103		H63				Mechanic III		Difficult to compete with salary market

		104		U12				Mechanics		Salary

		105		H71		1		LPN		salary

		106		NO4		2		ea20		competitive salaries and prison environment

		107		NO4		3		ea30		competitive salaries and prison environment

		108		code1		4		Nursing instructors		Salary not competitive

		109		J12		5		nurses		location and salary

		110		J04		6		Nursing		Salary & availability

		111		R36		7		Program Manager I – Nursing		low compensation

		112		H09		8		Registered Nurse		Rate of pay and local competition

		113		J02		9		registered nurse I and II		rural out-station offices

		114		H71		10		RN		salary

		115		J04				Nutritionist		Salary & availability

		116		H73				physician		salary

		117		J12				psychiatric service director / program managers		lack of expertise

		118		J12				psychiatrist		location and salary

		119		H95				planetarium director		salary

		120		H09				Printing Equip. Operator I & Student Services Mgr. I (Psychologist)		low salary

		121		N08				Probation and Parole Agents		lack of a resource pool in certain geographic areas

		122		L24				production assistant II		hours

		123		L44				Production Assistant II		requires work outside normal office hours

		124		H91				Program Manager I		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		125		E16				Program Manager III (specifically for our use in the Investments area)		Inability to compete with the salaries offered for this type of expertise in the private sector

		126		R44				Property Analysts		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		127		H75				PT/OT (all therapists)		supply and demand, non-competitive salaries

		128		H95				public safety and building maintenance		salary

		129		R04				rates analyst		lack of qualified candidates

		130		L24				recreational specialist III		hours

		131		L44				Recreational Specialist III		requires work outside normal office hours

		132		H15				Skilled Mtn (Trades Specs)		noncompetitive salary opportunity

		133		J02				social worker III		rural out-station offices

		134		H75				special education teachers		certification issues; not enough college education programs

		135		H17				SSPC/SSPM (CB) Series		Usually require higher education experience (mid/high level position)

		136		L46				statistical and research analyst III		diverse functions -- public information, technology, research and administration

		137		H09				Statistician II		low salary

		138		F05				Statisticians		SAS software experience requirement.  Private sector competition.

		139		P36				Trades Specialists		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		140		H67				Transmitter Operator (FTS Supervisor)		Skills in short supply/cannot compete on salary

		141		H73				vehicle operator		salary

		142		H75				vehicle operators		non-competitive salaries

		143		H24				VP-Business and Finance		Budgetary limitations

		144		H24				VP-Dev and Institutional Rel		Budgetary limitations, requisite skills not available in area

		145		H27		Administrative Services		Administrative Assistant		Lack of job content experience

		146		H51		Administrative Services		Administrative Assistant		Lack of job content experience

		147		Tech Schools		Fiscal Services		Fiscal Services

		148		L04		Human Services Specialist		Human Services Specialist		Unpleasant work enviroment

		149		L04		IT		Programmer		Non competitive salary

		150		L04		IT		Applications analyst		Non competitive salary

		151		H27		IT		IT		Non competitive salary

		152		H51		IT		IT		Non competitive salary

		153		Tech Schools		IT		IT

		154		Tech Schools		Nursing Services		Nursing Services

		155		H27				Development Offices		Lack of job content experience

		156		H51				Research Specialists		Lack of job content experience

		157		E24				Emergency Preparedness		Lack of job content experience

		158		N12				Psychologist		Lack of professional degree

		159		N12				Social Worker		Lack of professional degree

		160		N12				Physical Therapist		Non competitive salary
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		agency

		tech		Cross-trainingCareer Pathing

		R28		Have the ability to offer salaries comparable to those in the private sector.

		H18		Have financial assets to offer competitive salaries

		R04		reduce MTE		increase salary		expand career path

		H75		Continue to identify funding to raise minimum salaries despite low state minimiums.		Continue to encoursage OHR to update salary ranges to meet market condidtions.

		code9		increase salary		reduce travel time

		code8		increase salary		increase advancement opportunities

		R12		We are benchmarking starting salaries within specific classification salary bands based on years work experience

		R24		Targeted recruitment in and out of state for hard to fill positions

		F27		Increase starting salary

		H79		With current budget constraints, identify and obtain alternative sources of funds

		J20		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		L44		Changing hours of position however the hours are dictated by client programs.

		R36		Review internal recruitment and classification

		R44		Better recruitment on the part of our agency		Study and streamline the hiring process

		H73		broaden recruiting base

		H75		host or attend job/career fairs

		H75		form alliance with college programs across the state and nation

		H87		already providing flexible work schedule, training opportunities and compensation options

		H95		provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		J02		more liberal recruiting salaries

		J12		given money, resources and manpower -- we can do everything

		J16		continue to increase entry level salaries within the range, continue to to improve work environment

		KO5		raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		L24		changing hours of position however the hours are dictated by client programs

		L46		need additional full-time employment positions

		NO4		expand benefits to non-traditional areas (such as travel) and secure funding to implement

		NO4		adopt non-traditional, flexible work rules

		NO4		offer greater job security for executive compensation positions

		P28		Currently analyzing process to develop recommendations

		R08		Expand salary ranges; more flexibility with funds

		E20		Increase job sharing concept		Consider salary adjustment/incentive for new hires		Institute internal merit increases

		H24		Make speedy decisions regarding salary offers so as to not loose candidate

		H17		Cultivate existing staff for mobility within organization

		H15		We are currently doing all we can within our limitations

		F05		Target and implement specialized recruiting efforts.  Develop more trainee type opportunities internally.

		D17		Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		R52		We are not aware of anything that could be done at the agency level.

		U12		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		J04		Accept applications for hard-to-fill positions at any time		Increase hiring level

		H03		Emphasize Desirable Working Conditions and Opportunities for Professional Development

		P36		More cross-training		Hire a less qualified employee but be prepared to train the individual as needed

		H09		Offer more money and pay current employees more		When applicable, utilize flex-time and job sharing as incentives		Establish a day care center as a service to employees/incentive

		H91		Succession training		Tightening up the timeline for the interview process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		N08		Increase the recruiting effort in geographic areas with low density applicant pool.		Utilizing targeted recruiting as the employment opportunity presents itself

		E12		Increase internships and cooperative educational programs for college students

		H67		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		H63		Attend Information Technology career fairs		create applicant pool for Mechanic III		advertise at Center for Teacher Recruitment

		P26		Ask for re-classification of position to more closely align our needs with a proper class

		P26		Budget process for more salary dollars which we have not had too much success with in the past

		H12		Establish authorization for equivalency approval delegation		Establish hiring rate for specialized trades areas		Eliminate use of lowest level in KA05

		P32		Implement internal training programs and increase internships		Work with Budget and Control Board to develop special provisions for unusual hires		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting		Participate more scientifically in recruitment/job fair processes
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		agency

		J04		Accept applications for hard-to-fill positions at any time		Increase hiring level

		NO4		adopt non-traditional, flexible work rules

		U12		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		H87		already providing flexible work schedule, training opportunities and compensation options

		P26		Ask for re-classification of position to more closely align our needs with a proper class

		H63		Attend Information Technology career fairs		create applicant pool for Mechanic III		advertise at Center for Teacher Recruitment

		D17		Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		R44		Better recruitment on the part of our agency		Study and streamline the hiring process

		H73		broaden recruiting base

		P26		Budget process for more salary dollars which we have not had too much success with in the past

		L24		changing hours of position however the hours are dictated by client programs

		L44		Changing hours of position however the hours are dictated by client programs.

		H75		Continue to identify funding to raise minimum salaries despite low state minimiums.		Continue to encoursage OHR to update salary ranges to meet market condidtions.

		J16		continue to increase entry level salaries within the range, continue to to improve work environment

		tech		Cross-trainingCareer Pathing

		H17		Cultivate existing staff for mobility within organization

		P28		Currently analyzing process to develop recommendations

		H03		Emphasize Desirable Working Conditions and Opportunities for Professional Development

		H12		Establish authorization for equivalency approval delegation		Establish hiring rate for specialized trades areas		Eliminate use of lowest level in KA05

		NO4		expand benefits to non-traditional areas (such as travel) and secure funding to implement

		R08		Expand salary ranges; more flexibility with funds

		J20		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		H75		form alliance with college programs across the state and nation

		J12		given money, resources and manpower -- we can do everything

		H18		Have financial assets to offer competitive salaries

		R28		Have the ability to offer salaries comparable to those in the private sector.

		H75		host or attend job/career fairs

		P32		Implement internal training programs and increase internships		Work with Budget and Control Board to develop special provisions for unusual hires		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting		Participate more scientifically in recruitment/job fair processes

		E12		Increase internships and cooperative educational programs for college students

		E20		Increase job sharing concept		Consider salary adjustment/incentive for new hires		Institute internal merit increases

		H67		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		code9		increase salary		reduce travel time

		code8		increase salary		increase advancement opportunities

		F27		Increase starting salary

		N08		Increase the recruiting effort in geographic areas with low density applicant pool.		Utilizing targeted recruiting as the employment opportunity presents itself

		H24		Make speedy decisions regarding salary offers so as to not loose candidate

		P36		More cross-training		Hire a less qualified employee but be prepared to train the individual as needed

		J02		more liberal recruiting salaries

		L46		need additional full-time employment positions

		NO4		offer greater job security for executive compensation positions

		H09		Offer more money and pay current employees more		When applicable, utilize flex-time and job sharing as incentives		Establish a day care center as a service to employees/incentive

		H95		provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		KO5		raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		R04		reduce MTE		increase salary		expand career path

		R36		Review internal recruitment and classification

		H91		Succession training		Tightening up the timeline for the interview process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		F05		Target and implement specialized recruiting efforts.  Develop more trainee type opportunities internally.

		R24		Targeted recruitment in and out of state for hard to fill positions

		R12		We are benchmarking starting salaries within specific classification salary bands based on years work experience

		H15		We are currently doing all we can within our limitations

		R52		We are not aware of anything that could be done at the agency level.

		H79		With current budget constraints, identify and obtain alternative sources of funds
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		agency

		code1		Allow agencies to hire at competitive rates

		code1		Allow agencies to hire without so much research & pages of justifications

		code1		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		R28		Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		H18		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		R04		expand rate analyst classification again

		H75		Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		H75		Support legislation to approve greater annual, merit and other increases.		Fuly fund legislatively mandated increases.		Raise pay ranges in classified system to reflect market conditions.

		E22		hire above the minimum

		code9		permit agency to increase salaries

		code8		lobby for increased pay and benefits

		code7		Raise pay ranges in classified system to reflect market conditions.

		R12		Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		P24		Targeted recruitment in and out of state for hard to fill positions

		F27		Forward qualified applicants to our office

		H79		Assist in the identification of qualified candidates who would be promotable to these positions

		J20		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		R36		Provide a pool of qualified applicants through central recruitment for the state

		R44		Delegate all hire aboves to agencies		Continue the State Career Fair.  That was extremely well done and successful.		Do a comprehensive IT study

		H71		Continue to approve salaries above minimum salary that the agency can approve

		H73		help us broaden/find a recruiting base

		H73		we would like to have an increase in classification delegation authority

		H75		provide recruitment sources relative to agency needs

		H87		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		H95		standardize funding for all state public safety officers to prevent agency "raiding"		provide more job fairs -- especially in rural areas

		J02		delegation to the maximum

		J12		take outside market place more into consideration when comparing salaries

		J16		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		KO5		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		L12		study pay for state positions vs. private industry more often		continue to post to the internet

		L46		screen applicants referred to agency better

		NO4		continue expansion of delegated authority in all areas

		NO4		assist with legislation to offer greater job security to deputy directors

		NO4		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		P28		Refer additional minorities

		R08		Provide a pool of applicants to fill these positions to agencies

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H24		Spedy turnaround on salary requests related to hiring

		H15		Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		F05		Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		D17		Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		R52		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		U12		Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		J04		Track separation reasons by classification		Prompt response to salary requests		Increase pay bands		Partner with schools to increase awareness of state job opportunities

		H03		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		P36		On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		H09		Reinstate step increases to provide rewards for service time		Continue granting money for pay increases based on employee performance

		H91		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		E12		Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities		Work with universities to broaden the scope of governmental course curriculums		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		H67		Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		H63		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		P26		Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		H12		Eliminate state approval requirement for equivalency decisions		Establish new class for Arborists, Sewing Machine Operators/production specialists		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges		Move to market driven compensation policy that would allow flexibility

		P32		Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		P32		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)

		P32		Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		P32		Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).
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		agency

		P32		Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		code1		Allow agencies to hire at competitive rates

		code1		Allow agencies to hire without so much research & pages of justifications

		J20		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		H79		Assist in the identification of qualified candidates who would be promotable to these positions

		NO4		assist with legislation to offer greater job security to deputy directors

		F05		Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		H15		Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		H75		Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		P26		Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		H87		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		H18		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		NO4		continue expansion of delegated authority in all areas

		H71		Continue to approve salaries above minimum salary that the agency can approve

		KO5		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		R28		Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		code1		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		R44		Delegate all hire aboves to agencies		Continue the State Career Fair.  That was extremely well done and successful.		Do a comprehensive IT study

		J02		delegation to the maximum

		E12		Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities		Work with universities to broaden the scope of governmental course curriculums		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		H91		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		P32		Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).

		H12		Eliminate state approval requirement for equivalency decisions		Establish new class for Arborists, Sewing Machine Operators/production specialists		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges		Move to market driven compensation policy that would allow flexibility

		R04		expand rate analyst classification again

		H03		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		H67		Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		F27		Forward qualified applicants to our office

		H73		help us broaden/find a recruiting base

		P32		Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		E22		hire above the minimum

		code8		lobby for increased pay and benefits

		U12		Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		R52		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		P36		On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		H63		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		code9		permit agency to increase salaries

		R08		Provide a pool of applicants to fill these positions to agencies

		R36		Provide a pool of qualified applicants through central recruitment for the state

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H75		provide recruitment sources relative to agency needs

		code7		Raise pay ranges in classified system to reflect market conditions.

		NO4		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		P28		Refer additional minorities

		H09		Reinstate step increases to provide rewards for service time		Continue granting money for pay increases based on employee performance

		J16		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		R12		Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		L46		screen applicants referred to agency better

		H24		Spedy turnaround on salary requests related to hiring

		H95		standardize funding for all state public safety officers to prevent agency "raiding"		provide more job fairs -- especially in rural areas

		L12		study pay for state positions vs. private industry more often		continue to post to the internet

		H75		Support legislation to approve greater annual, merit and other increases.		Fuly fund legislatively mandated increases.		Raise pay ranges in classified system to reflect market conditions.

		J12		take outside market place more into consideration when comparing salaries

		P24		Targeted recruitment in and out of state for hard to fill positions

		J04		Track separation reasons by classification		Prompt response to salary requests		Increase pay bands		Partner with schools to increase awareness of state job opportunities

		D17		Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		H73		we would like to have an increase in classification delegation authority

		P32		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)
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		Information Technology

		Nursing Services

		Fiscal Services

		Human Services

		Engineering Services

		Administrative Services

		Legal Services



Number of Responses

Most Difficult Positions to Fill
(53 agencies responding - multiple responses from each agency allowed)
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chart1 data

		

		40		Information Technology

		11		Nursing Services

		10		Fiscal Services

		8		Human Services

		7		Engineering Services

		5		Administrative Services

		5		Legal Services
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				social worker III

				special education teachers
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				statistical and research analyst III
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				Transmitter Operator (FTS Supervisor)

				vehicle operator

				vehicle operators

				VP-Business and Finance

				VP-Dev and Institutional Rel
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		Requires Experience with Unique Software

		Agency size dictates a “Generalist” approach

		Agency size dictates a “Generalist” approach

		Certain positions require specialized program experience

		certification issues; not enough college education programs

		agency equipment not mainstream

		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		Beginning salary is too low; shortage of applicants

		Budgetary limitations

		Budgetary limitations, requisite skills not available in area

		Budgetary limitations, requisite skills not available in area

		Cannot Compete with Private Sector Salaries

		can't match competing offers

		compensation / experience

		Competition with tourism industry - shortage of labor in area

		Competitive pay and work/life programs. In addition to career opportunities

		Competitive pay and work/life programs. In addition to career opportunities

		competitive salaries and prison environment

		competitive salaries and prison environment

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		Difficult to compete with salary market

		Difficult to compete with salary market

		diverse functions -- public information, technology, research and administration

		Hard to compete with private sector re:  compensation

		Hard to compete with private sector re: compensation

		hours

		hours

		Inability to compete with the salaries offered for this type of expertise in the private sector

		job skills,  salary

		job skills, salary

		job skills, salary

		labor market availability

		lack of a resource pool in certain geographic areas

		lack of ability to pay

		lack of appropriate experience

		lack of degree

		lack of expertise

		Lack of qualified applicants

		Lack of Qualified Candidates

		lack of qualified candidates

		lack of qualified candidates

		lack of qualified candidates

		lack of qualified/trained applicants

		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		large scale food service and supervisory experience not available

		large scale food service and supervisory experience not available

		limited recruitment

		live-in

		location and salary

		location and salary

		low compensation

		low compensation

		low salary

		low salary

		Minimum skills are not always available

		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		must live in state facility

		Need minority candidate

		New Position needed – Salary requirements will probably be beyond agency’s budget

		non-competitive salaries

		noncompetitive salary opportunity

		noncompetitive salary opportunity

		noncompetitive salary opportunity

		outdoor environment; live-in

		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		Pay Band/Salary

		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		Preferred T&E and budget limitations

		Rate of pay and local competition

		Require specialized case management experience with children.

		requires person to live in the dorm; low wages

		requires work experience/too much travel

		requires work outside normal office hours

		requires work outside normal office hours

		rotating shifts

		rural out-station offices

		rural out-station offices

		salary

		Salary

		Salary

		salary

		Salary

		salary

		Salary

		Salary

		salary

		salary

		salary

		salary

		salary

		salary

		Salary & availability

		Salary & availability

		Salary & availability

		Salary & knowledge of State OHR procedures

		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		salary and work environment

		Salary level inadequate

		Salary level inadequate

		Salary level inadequate

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive for qualified candidates

		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		SAS software experience requirement.  Private sector competition.

		Shortage in local market- unable to match money

		shortage of qualified applicants

		Skills & knowledge not readily available

		Skills in short supply/cannot compete on salary

		Skills in short supply/cannot compete on salary

		Skills in short supply/cannot compete on salary

		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions

		Statute requires a registered pharmacist/ compensation

		supply and demand, non-competitive salaries

		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		The nature of the work and agency standards/requirements

		The nature of the work and workload in certain sections

		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		too much travel/salary not competitive

		too much travel/salary not competitive

		too much travel/salary not competitive

		Usually require higher education experience (mid/high level position)

		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra

		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		Within this group there is a genuine need for those who can communicate with effective writing skills





Chart2

		Increase compensation

		Modify recruitment process

		Expand career pathing

		Adopt flexible work rules

		Expand benefits

		Cross-training

		Create applicant pool



Number of responses

Internal Agency Actions
(46 agencies responding - multiple responses from each agency allowed)

21

20

7

4

4

3

3



chart2 data

		

		21		Increase compensation

		20		Modify recruitment process

		7		Expand career pathing

		4		Adopt flexible work rules

		4		Expand benefits

		3		Cross-training

		3		Create applicant pool





internal

		

		1		Adopt flexible work rules		Adopt non-traditional, flexible work rules

		2		Adopt flexible work rules		Changing hours of position however the hours are dictated by client programs

		3		Adopt flexible work rules		Increase job sharing concept

		4		Adopt flexible work rules		When applicable, utilize flex-time and job sharing as incentives

		5		Create applicant pool		Accept applications for hard-to-fill positions at any time

		6		Create applicant pool		Create applicant pool for Mechanic III

		7		Create applicant pool		Tech Schools

		7		Cross-training		Cultivate existing staff for mobility within organization

		7		Cross-training		More cross-training

		7		Cross-training		Tech Schools

		12		Expand benefits		Establish a day care center as a service to employees/incentive

		13		Expand benefits		Expand benefits to non-traditional areas (such as travel) and secure funding to implement

		14		Expand benefits		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		15		Expand benefits		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting

		16		Expand career pathing		Develop more trainee type opportunities internally.

		17		Expand career pathing		Expand career path

		18		Expand career pathing		Hire a less qualified employee but be prepared to train the individual as needed

		19		Expand career pathing		Implement internal training programs and increase internships

		20		Expand career pathing		Increase advancement opportunities

		21		Expand career pathing		Review internal recruitment and classification

		22		Expand career pathing		Tech Schools

		23		Increase compensation		Budget process for more salary dollars which we have not had too much success with in the past

		24		Increase compensation		Consider salary adjustment/incentive for new hires

		25		Increase compensation		Continue to identify funding to raise minimum salaries despite low state minimiums.

		26		Increase compensation		Continue to increase entry level salaries within the range, continue to to improve work environment

		27		Increase compensation		Eliminate use of lowest level in KA05

		28		Increase compensation		Establish hiring rate for specialized trades areas

		29		Increase compensation		Expand salary ranges; more flexibility with funds

		30		Increase compensation		Have financial assets to offer competitive salaries

		31		Increase compensation		Have the ability to offer salaries comparable to those in the private sector.

		32		Increase compensation		Increase hiring level

		33		Increase compensation		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		34		Increase compensation		Increase salary

		35		Increase compensation		Increase salary

		36		Increase compensation		Increase salary

		37		Increase compensation		Increase starting salary

		38		Increase compensation		Institute internal merit increases

		39		Increase compensation		Offer more money and pay current employees more

		40		Increase compensation		Provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		41		Increase compensation		Raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		42		Increase compensation		With current budget constraints, identify and obtain alternative sources of funds

		43		Increase compensation		Tech Schools

		44		Modify recruitment process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		45		Modify recruitment process		Advertise at Center for Teacher Recruitment

		46		Modify recruitment process		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		47		Modify recruitment process		Ask for re-classification of position to more closely align our needs with a proper class

		48		Modify recruitment process		Attend Information Technology career fairs

		49		Modify recruitment process		Better recruitment on the part of our agency

		50		Modify recruitment process		Broaden recruiting base

		51		Modify recruitment process		Form alliance with college programs across the state and nation

		52		Modify recruitment process		Host or attend job/career fairs

		53		Modify recruitment process		Increase internships and cooperative educational programs for college students

		54		Modify recruitment process		Increase the recruiting effort in geographic areas with low density applicant pool.

		55		Modify recruitment process		Make speedy decisions regarding salary offers so as to not loose candidate

		56		Modify recruitment process		Participate more scientifically in recruitment/job fair processes

		57		Modify recruitment process		Study and streamline the hiring process

		58		Modify recruitment process		Target and implement specialized recruiting efforts.

		59		Modify recruitment process		Targeted recruitment in and out of state for hard to fill positions

		60		Modify recruitment process		Tightening up the timeline for the interview process

		61		Modify recruitment process		Utilizing targeted recruiting as the employment opportunity presents itself

		62		Modify recruitment process		Work with Budget and Control Board to develop special provisions for unusual hires

		63		Modify recruitment process		H51

		64		Modify recruitment process		L04

		65		Modify recruitment process		Tech Schools

		66				Emphasize Desirable Working Conditions and Opportunities for Professional Development

		67				Establish authorization for equivalency approval delegation

		68				Given money, resources and manpower -- we can do everything

		69				Succession training

		70				We are benchmarking starting salaries within specific classification salary bands based on years work experience

		71				We are currently doing all we can within our limitations

		72				We are not aware of anything that could be done at the agency level.

		73				More liberal recruiting salaries

		74				Need additional full-time employment positions

		75				Offer greater job security for executive compensation positions

		76				Reduce MTE

		77				Reduce travel time

		78				Already providing flexible work schedule, training opportunities and compensation options

		79				Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		80				Continue to encoursage OHR to update salary ranges to meet market condidtions.

		81				Currently analyzing process to develop recommendations

		82		H27		Changes needed are external to the University

		83		E24		Request additional funding from legislature





Chart3

		Move to market driven compensation

		Delegate more authority to agencies

		Develop applicant pool

		Continue State Career Fair



Number of responses

Suggested OHR Actions
(45 agencies responding - multiple responses from each agency allowed)

25

15

11

4



chart3 data

		

		25		Move to market driven compensation

		15		Delegate more authority to agencies

		11		Develop applicant pool

		4		Continue State Career Fair





ohr actions

		

		1		1		Continue State Career Fair		Continue the State Career Fair.  That was extremely well done and successful.

		2		2		Continue State Career Fair		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		3		3		Continue State Career Fair		provide more job fairs -- especially in rural areas

		4		4		Continue State Career Fair		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		5		1		Delegate more authority to agencies		Allow agencies to hire at competitive rates

		6		2		Delegate more authority to agencies		Allow agencies to hire without so much research & pages of justifications

		7		3		Delegate more authority to agencies		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		8		4		Delegate more authority to agencies		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		9		5		Delegate more authority to agencies		Delegate all hire aboves to agencies

		10		6		Delegate more authority to agencies		delegation to the maximum

		11		7		Delegate more authority to agencies		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges

		12		8		Delegate more authority to agencies		Eliminate state approval requirement for equivalency decisions

		13		9		Delegate more authority to agencies		hire above the minimum

		14		10		Delegate more authority to agencies		permit agency to increase salaries

		15		11		Delegate more authority to agencies		we would like to have an increase in classification delegation authority

		16		12		Delegate more authority to agencies		continue expansion of delegated authority in all areas

		17		13		Delegate more authority to agencies		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		18		14		Delegate more authority to agencies		H27

		19		15		Delegate more authority to agencies		Tech Schools

		20		1		Develop applicant pool		Assist in the identification of qualified candidates who would be promotable to these positions

		21		2		Develop applicant pool		Forward qualified applicants to our office

		22		3		Develop applicant pool		help us broaden/find a recruiting base

		23		4		Develop applicant pool		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		24		5		Develop applicant pool		Provide a pool of applicants to fill these positions to agencies

		25		6		Develop applicant pool		Provide a pool of qualified applicants through central recruitment for the state

		26		7		Develop applicant pool		Refer additional minorities

		27		8		Develop applicant pool		screen applicants referred to agency better

		28		9		Develop applicant pool		Targeted recruitment in and out of state for hard to fill positions

		29		10		Develop applicant pool		provide recruitment sources relative to agency needs

		30		11		Develop applicant pool		Tech Schools

		31		1		Move to market driven compensation		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		32		2		Move to market driven compensation		Move to market driven compensation policy that would allow flexibility

		33		3		Move to market driven compensation		Raise pay ranges in classified system to reflect market conditions.

		34		4		Move to market driven compensation		Raise pay ranges in classified system to reflect market conditions.

		35		5		Move to market driven compensation		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		36		6		Move to market driven compensation		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		37		7		Move to market driven compensation		study pay for state positions vs. private industry more often

		38		8		Move to market driven compensation		Support legislation to approve greater annual, merit and other increases.

		39		9		Move to market driven compensation		take outside market place more into consideration when comparing salaries

		40		10		Move to market driven compensation		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)

		41		11		Move to market driven compensation		assist with legislation to offer greater job security to deputy directors

		42		12		Move to market driven compensation		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		43		13		Move to market driven compensation		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		44		14		Move to market driven compensation		Continue granting money for pay increases based on employee performance

		45		15		Move to market driven compensation		Continue to approve salaries above minimum salary that the agency can approve

		46		16		Move to market driven compensation		expand rate analyst classification again

		47		17		Move to market driven compensation		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		48		18		Move to market driven compensation		Increase pay bands

		49		19		Move to market driven compensation		lobby for increased pay and benefits

		50		20		Move to market driven compensation		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		51		21		Move to market driven compensation		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations

		52		22		Move to market driven compensation		E24

		53		23		Move to market driven compensation		H51

		54		24		Move to market driven compensation		L04

		55		25		Move to market driven compensation		Tech Schools

		56						Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		57						Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		58						Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		59						Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		60						Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		61						Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities

		62						Do a comprehensive IT study

		63						Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).

		64						Establish new class for Arborists, Sewing Machine Operators/production specialists

		65						Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		66						Fuly fund legislatively mandated increases.

		67						Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		68						Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		69						On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		70						Partner with schools to increase awareness of state job opportunities

		71						Prompt response to salary requests

		72						Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		73						Reinstate step increases to provide rewards for service time

		74						Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		75						Spedy turnaround on salary requests related to hiring

		76						standardize funding for all state public safety officers to prevent agency "raiding"

		77						Track separation reasons by classification

		78						Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		79						Work with universities to broaden the scope of governmental course curriculums

		80						continue to post to the internet

								Delegate more authority to agencies		Allow greater flexibility and authority for the University to establish positions at competitive pay bands		Delegate authority to approve abouve minimum hiring rates up to mazimum of the pay band.

								Delegate more authority to agencies

								Develop applicant pool						get text from surveys

								Move to market driven compensation		Salary and bank levels comparable to counties and utility companies

								Move to market driven compensation		Continue to work on compensation for IT positions

								Move to market driven compensation

								Move to market driven compensation
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third (2)

		agency

		code1		IT Manager		Critical function; very difficult to fill

		H18		Senior business manager		The employees in these postions need to undersatnd FMU and State government.

		R04		executive director		duties performed by one employee only

		H75		Facilities Management Director		Difficult to replace due to labor market condiditons and extensive knowledge requrements for postions.

		E08		essential to agency operations

		code9		admin coordinator I		maintains improtant records

		code8		admin ass		knowledge hard to replace

		code7		MIS		IT a necesssity

		H06		Financial Officer		Knowledge of details required to handle agency financial operations

		R12		Operations Manager III		has critical operational knowledge

		F27		Business Manager		No qualified internal replacement

		H79		. Desk Top Publication Manager		Unique combination of experience necessary

		J20		Human Services  (GA00)		Carries out core agency function.

		L44		Instructor/Training Coordinator I/II

		R36		Attorneys

		R44		Lead systems programmers		We are systems dependent.  In several cases, the expertise is resident in a few individuals

		H73		IT Director		majority of work is done on the computer

		H75		principals		lead role with each school and these individuals are hard to find with their certification and administrative level

		H87		library manager II		would affect programmatic services

		H95		exhibits manager		creative talent -- experience not readily replaced

		H95		field service director		impact statewide assistance programs

		H95		conservator		loss of collection integrity capabilities

		J12		technical data processing		lack of system maintenance

		J16		licensed practical nurse		dispensation of medications

		KO5		administrator for information technology office		computers are essential for performing daily operations throughout the agency

		L12		trades specialist IV		responsible for the overall maintenance of the campus

		L24		instructor / training coordinator I and II		provide rehabilitation classes to clients

		NO4		deputy director for operations		overall operational knowledge and supervisory expertise

		U12		Info. Tech. Managers		Loss would be felt immediately

		R52		Data Coordinator III		Responsible for scanning all SEI and CD forms, and auditing of form.  Withouth this person, it could creaate a problem for the public when trying to get information on a person.

		D17		HR		Provide administrative and operational support to management to accomplish mission of the agency.

		F05		Accountant/Fiscal Analyst II		Payroll

		P28		Data Base Admin. AJ65		Network and technical support for agency

		R08		Human Resource		Provide administrative support to employees; guidelines, regulations and procedures.

		P12		Information Resource Consultanat II		Manager of our IT section must maintain all computer systems to ensure commuications in our Computer Aided Dispatch System as well as all other support systems.

		H24		VP-Business and Finance		Institution would be lacking leadership in a key area for a prolonged period of time.  This individual would be difficult to replace since a national search would be required.

		E20		Admin. Asst (Records Mgr)		Maintains/supervises criminal case files

		H21		VP for Business & Admin.		Executive leadership - Financial

		H15		Admin Specialists		consistency

		J04		Deputy Commissioner – EQC		Sets direction for state Environmental Quality Control activities

		H09		Commandant of Cadets		Provides continuity for Corps of Cadets.  Integral link between Cadets and Administration

		H91		Human Resource Manager II		Position in process of training backup.  Position functions as Administrative Director, handles legal issues, and supervises three functional areas

		E12		Auditor IV		Difficulty in find replacements for experienced and trained personnel for statewide payroll and financial reporting

		H67		Budget Director		Precise, knowledgeable management skills needed in times of  revenue tightness

		H63		.  Director of Assessment		State-wide student testing would be severely impacted

		P26		Information Technology Manager		This position needs to be filled. Our agency is re-doing our website and want to be able to interact electronically with our consortium members, national Sea Grant office as well as other institutions, state,. And federal agencies

		H12		VP/Chief Financial Officer		Continuity and expertise with multifaceted operation and rapidly changing technology

		P32		Benefits Administrator		We haven't had the luxury of in-depth cross-training and this position affects every employee in the agency, particularly during     an    open-enrollment       period. Difficult to find qualified replacement





second (2)

		agency

		R28		complaint analyst		Carries out core agency function.

		H18		Admin & academic computing directors		The employees in these postions need to undersatnd FMU and State government.

		R04		HR manager		duties performed by one employee only

		H75		IT staff		Can't replace due to local job market competition

		E28		finance director		knowledge of budget and finance

		E08		business manager		essential to agency operations

		code9		chief examiner		supervises core activities

		code8		asst director		daily contact with inductry decisions

		H06		Deputy Director		Operations knowledge

		R12		Accountant/Fiscal Analyst II		Handles all accounting and fiscal matters for the agency.

		P24		Deputy Director of Administration		Operations knowledge

		F27		Director of Administration		No qualified internal replacement

		H79		Information Technology Manager		Experience necessary to maintain current level of operations

		J20		Human Resources Representative (AG00)		Critical keyplayer in accomplishing goals of DAODAS

		L44		Human Services Coordinator I/II		Carries out core agency function.

		R36		Information Resource Consultants

		R44		Persons who oversee tax returns and getting money to the bank		This group of people are responsible for the efficient flow of the revenue stream for the state

		H73		client services director		external customer service

		H75		teachers		direct service to students

		H87		accountant/fiscal manager III		would affect financial health of agency

		H95		deputy director		agency management/continuity

		J12		facility director		lack of management

		J16		food service specialist		consumers within our facilities required daily consumption

		KO5		deputy director for office of general counsel		responsible for the legal aspects of the department

		L12		fiscal technician		accounts payable and payroll would not get done

		L24		human services coordinator I and II		vocational rehabilitation counselors who manage client cases

		L46		fiscal technician		one person function

		NO4		director-inmate classification		inmate classification / transfer knowledge

		U12		Project Managers		Daily operations and attention to detail would suffer

		R52		Investigator		With only two investigators, if there is a vacancy, it could create a backlog in cases.

		D17		IT		Provides administrative and operational support to management to accomplish mission of the agency.

		F05		IT Classes Computer Operators		Computer Operations vital to the business of the organization.  Shifts have to be covered to keep vital operations running.

		S60		Administrative Coordinator I		Handles all business activities.

		R16		Director of Claims		Must have extensive knowledge of agency mission and WC Law and procedures.

		P28		Finance Director AH45		Hiring, employ relations, policy & procedures, class comp. & benefits admin.

		R08		Info Resource Consultant		Provide technical support to staff to accomplish the agency's mission.

		P12		Communications Spec III		Dispatch manager is vital to statewide fire suppression.

		H24		VP-Academic Affairs		Institution would be lacking leadership in a key area for a prolonged period of time. This individual would be difficult to replace since a national search would be required.

		E20		Admin. Specialist		Receptionist for the agency; demands/requirements

		H21		Provost		Executive leadership - faculty

		H17		Mid-level IT personel		Sevice computer users throughout the campus

		H15		Director		knowledge

		J04		Deputy Commissioner – Health Services		Sets direction for state Public Health Services

		H09		VP Academic Affairs/Dean		Provides continuity to faculty and guides academic program of the College

		H91		Information Resource Consultant II		Only 1 position in this area, no real backup

		N08		Data Base Manager II		Lack of experience and knowledge of theorganization

		E12		Audits Manager I &  II		Difficulty in finding replacements and loss of cumulative knowledge of statewide payroll, voucher payments  and  financial reporting procedures

		H67		New Media/MIS director		Technical skills in short supply; systems need critical overhaul, upkeep

		H63		Mechanic III		School buses would not run

		P26		Grants Administration		Position is an integral part of administration

		E16		. IT Manager		Importance of having technical expertise to ensure there is no disruption of service

		H12		VP/Directors of Research		Critical emphasis and demand for research initiative and leadership in Higher Ed

		P32		Administrative Assistants (AA75)		Many of our critical divisions are dependent on the AA's for scheduling and support.      We are constantly hiring reinforcements, because work stops if they are not there





first (2)

		agency

		R28		IT		technical nature of the postion

		H18		President		needed to maintain current enviroment to mend previous problems

		R04		administrative manager		duties performed by one employee only

		H75		IT Executive Dir		Can't replace due to local job market competition

		E28		program coordinator II		expertise needed in ballot preparation

		E08		attorney		Carries out core agency function.

		code9		commissioner of banking		head of agency

		code8		director		daily contact with inductry decisions

		H06		Agency Director		Small Agency

		R12		Claims Analyst I		Carries out core agency function.

		R24		Information Technology Manager		no depth in area

		F27		.  State Auditor		Replacement appointed by B&C Board

		H79		Deputy Directors		Experience level needed for senior management positions

		J20		Information  Technology (AJ00)		Critical keyplayer in accomplishing goals of DAODAS

		L44		Agency Director		Leadership and focus for the agency

		R36		Information Technology Manager

		R44		IT administrator		Technology drives our operations and this position requires a visionary leader.

		H73		personnel director		internal customer service

		H75		IT Manager		networks leadership support essential

		H87		information resource consultant I		would affect basic operation

		H95		store manager		agency earned income

		J02		employees		we have cross-trained individuals for most critical areas so that operational breakdowns will not occur

		J12		center director		lack of management

		J16		information resource consultant I		positions directly affect automated information systems involving personnel, payroll, position data

		KO5		colonel of highway patrol		law enforcement positions are responsible for the public safety and the protection of the citizens and visitors of the state

		L12		human services specialist		responsible for the children

		L24		agency director		leadership and focus for the agency

		L46		statistical and research analyst III		diverse function

		NO4		director-budget/planning		fiscal knowledge of agency operations

		U12		Engineers (Civil)		Vital to our mission

		R52		Business Manager		This position is responsible for Budget, Personnel, Procurement, Quality Training

		D17		Finance Officer		Provides administrative and operational support to management to accomplish mission of the agency.

		F05		Postal Center Director		Interagency mail has to be delivered on timely basis.

		S60		Attorney		Handles all legal matters

		R16		Director of Management Services		Individual in this position must "wear many hats"

		P28		Human Resources Director AG20		Budget, revenue, payables

		R08		Finance Director		Provide Management with financial information to accomplish the agency's mission

		P12		Forestry Warden I		Fire suppression responsibilities could be jeopardized in a particular area.

		H24		President		Institution would be lacking leadership in a key area for a prolonged period of time.  This individual would be difficult to replace since a national search would be required.

		R14		Fund Coordinator		Knowledge of agency's functions

		E20		Deputy Const. Officer		Chief Deputy, oversees & manages admin. & legal staff for the office

		H21		President		Executive leadership- agency

		H17		Entry-level Student Services Positions (Professional)		(i.e. Admissions Counselor, Registration Coord)

		H15		President		Leadership/direction/mission

		J04		Legislative Liaison		Critical for legislative relations input and budget request

		H03		Information Technologist		Majority of Commission Activities are Computer-Based from Routine Correspondence to Internet Access

		P36		Chief Financial Officer		Because of the general nature of the position

		L32		IT Manager		high level of automation

		H09		President		Provides vision for the College.  Makes critical decisions

		H91		Program Manager I		Person is second in command and writes majority of grants

		N08		Budget Manager		Lack of experience and knowledge of the organization

		E12		Information Technology Mgr I		Important payroll and voucher paymentdeadlines are critical . Loss of cumulative knowledge and experience

		H67		Vice President Engineering		He is the only Certified engineer on staff

		H63		.  Director of Technology		Cost critical projects

		P26		Adm. Coordinator (Asst. Director)		Has been in position for 18 years – only person eligible to retire in three years

		E16		.  Investments Manager		Specific expertise is required to make sound investments and ensure that State monies are handled appropriately

		H12		Vice Provost for Computing and Information Technology/Software		Continuity and expertise with multifaceted operation and rapidly changing technology

		P32		IT Manager 11 (AJ 12)		Cannot operate without a data base administrator.     It would cripple        the department if the system went down and we did not have immediate assistance
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				VP for Business Affairs				Accountant/Fiscal Analyst II

				Budget Manager				accountant/fiscal manager III				admin ass

				Business Manager				business manager				admin coordinator I

				Investments Manager				finance director				Admin Specialists

				Chief Financial Officer				Finance Director AH45

				director-budget/planning				Financial Aid Director

				Finance Director				fiscal technician				Admin. Asst (Records Mgr)

				Finance Officer				fiscal technician				Attorneys

		L04		Budget director								Auditor IV

												Benefits Administrator

								Admin. Specialist

				State Auditor				Administrative Assistants (AA75)

				Adm. Coordinator (Asst. Director)				Administrative Coordinator I				exhibits manager

				administrative manager				asst director				conservator

								Audits Manager I &  II				Deputy Commissioner – EQC

												deputy director for operations

								chief examiner				Director of Assessment

								client services director				executive director

								Communications Spec III

								complaint analyst				Facilities Management Director

								Deputy Commissioner – Health Services				field service director

								Deputy Director				Commandant of Cadets

								deputy director				HR

								deputy director for office of general counsel				Human Resource

								Deputy Director of Administration				Human Resource Manager II

								Director				Human Services  (GA00)

				Claims Analyst I				Director of Administration				Information Resource Consultanat II

				attorney				Director of Claims				Information Technology Manager

				Attorney				director-inmate classification				IT administrator for information technology office

		H27		attorney				facility director				IT Data Base Admin. AJ65

								food service specialist				IT Data Coordinator III

								Grants Administration				IT Desk Top Publication Manager

				employees				HR manager				IT Director

				Engineers (Civil)				Human Resources Representative (AG00)				IT Info. Tech. Managers

				Entry-level Student Services Positions (Professional)				human services coordinator I and II				IT Lead systems programmers

								Human Services Coordinator I/II				IT Manager

								Info Resource Consultant				IT MIS

				Forestry Warden I				Admin & academic computing directors				IT technical data processing

				Fund Coordinator				Information Resource Consultant II				instructor / training coordinator I and II

				Human Resources Director AG20				Information Resource Consultants				Instructor/Training Coordinator I/II

				human services specialist				Information Technology Manager				library manager II

				IT Director of Technology				IT New Media/MIS director				licensed practical nurse

				Information  Technology (AJ00)				IT				Operations Manager III

				information resource consultant I				IT Classes Computer Operators				principals

				information resource consultant I				IT Data Base Manager II

				Information Technologist				IT Manager				trades specialist IV

				Information Technology Manager				IT Mid-level IT personel				VP for Business & Admin.

				Information Technology Manager				IT staff				VP/Chief Financial Officer

				Information Technology Mgr I				Investigator				VP-Business and Finance

				IT				Mechanic III				Senior business manager

				IT administrator								Financial Officer

				IT Executive Dir				Persons who oversee tax returns and getting money to the bank				Accountant/Fiscal Analyst II

				IT Manager				Project Managers				Budget Director

				IT Manager								Business Manager

				IT Manager 11 (AJ 12)				teachers

				Vice Provost for Computing and Information Technology/Software				VP Academic Affairs/Dean				N12		Deputy Director for Administration				job content knowledge

		Tech Schools		IT				VP/Directors of Research				Tech Schools		Director/Deputy Director

				Legislative Liaison				VP-Academic Affairs				L04		IT manager				can't replace in today's market

				personnel director				Provost				H27		Top management				job content knowledge

				program coordinator II		E24		Emergency Preparedness manager

				Program Manager I		H51		IT

				statistical and research analyst III		H27		IT manager

				store manager		N12		IT manager

				Postal Center Director		Tech Schools		Finance/Budgeting

				President		L04		executive assistant

				President

				President

				President

				President

				Agency Director

				Agency Director

				agency director

				center director

				colonel of highway patrol

				commissioner of banking

				Deputy Const. Officer

				Deputy Directors

				director

				Director of Management Services

				Vice President Engineering

		E24		Deputy Director		job content knowledge

		H51		Research specialista		vital the money producing research effort

		H27				job content knowledge

		L04				job content knowledge

		N12		Support Services Administrator		job content knowledge

		Tech Schools		IT





first

		agency

		code8				director		daily contact with inductry decisions

		code9				commissioner of banking		head of agency

		D17				Finance Officer		Provides administrative and operational support to management to accomplish mission of the agency.

		E08				attorney		Carries out core agency function.

		E12				Information Technology Mgr I		Important payroll and voucher paymentdeadlines are critical . Loss of cumulative knowledge and experience

		E16				Investments Manager		Specific expertise is required to make sound investments and ensure that State monies are handled appropriately

		E20				Deputy Const. Officer		Chief Deputy, oversees & manages admin. & legal staff for the office

		E28				program coordinator II		expertise needed in ballot preparation

		F05				Postal Center Director		Interagency mail has to be delivered on timely basis.

		F27				State Auditor		Replacement appointed by B&C Board

		H03				Information Technologist		Majority of Commission Activities are Computer-Based from Routine Correspondence to Internet Access

		H06				Agency Director		Small Agency

		H09				President		Provides vision for the College.  Makes critical decisions

		H12				Vice Provost for Computing and Information Technology/Software		Continuity and expertise with multifaceted operation and rapidly changing technology

		H15				President		Leadership/direction/mission

		H17				Entry-level Student Services Positions (Professional)		(i.e. Admissions Counselor, Registration Coord)

		H18				President		needed to maintain current enviroment to mend previous problems

		H21				President		Executive leadership- agency

		H24				President		Institution would be lacking leadership in a key area for a prolonged period of time.  This individual would be difficult to replace since a national search would be required.

		H63				Director of Technology		Cost critical projects

		H67				Vice President Engineering		He is the only Certified engineer on staff

		H73				personnel director		internal customer service

		H75				IT Executive Dir		Can't replace due to local job market competition

		H79				Deputy Directors		Experience level needed for senior management positions

		H87				information resource consultant I		would affect basic operation

		H91				Program Manager I		Person is second in command and writes majority of grants

		H95				store manager		agency earned income

		J02				employees		we have cross-trained individuals for most critical areas so that operational breakdowns will not occur

		J04				Legislative Liaison		Critical for legislative relations input and budget request

		J12				center director		lack of management

		J16				information resource consultant I		positions directly affect automated information systems involving personnel, payroll, position data

		J20				Information  Technology (AJ00)		Critical keyplayer in accomplishing goals of DAODAS

		KO5				colonel of highway patrol		law enforcement positions are responsible for the public safety and the protection of the citizens and visitors of the state

		L12				human services specialist		responsible for the children

		L24				agency director		leadership and focus for the agency

		L32				IT Manager		high level of automation

		L44				Agency Director		Leadership and focus for the agency

		L46				statistical and research analyst III		diverse function

		N08				Budget Manager		Lack of experience and knowledge of the organization

		NO4				director-budget/planning		fiscal knowledge of agency operations

		P12				Forestry Warden I		Fire suppression responsibilities could be jeopardized in a particular area.

		P26				Adm. Coordinator (Asst. Director)		Has been in position for 18 years – only person eligible to retire in three years

		P28				Human Resources Director AG20		Budget, revenue, payables

		P32				IT Manager 11 (AJ 12)		Cannot operate without a data base administrator.     It would cripple        the department if the system went down and we did not have immediate assistance

		P36				Chief Financial Officer		Because of the general nature of the position

		R04				administrative manager		duties performed by one employee only

		R08				Finance Director		Provide Management with financial information to accomplish the agency's mission

		R12				Claims Analyst I		Carries out core agency function.

		R14				Fund Coordinator		Knowledge of agency's functions

		R16				Director of Management Services		Individual in this position must "wear many hats"

		R24				Information Technology Manager		no depth in area

		R28				IT		technical nature of the postion

		R36				Information Technology Manager

		R44				IT administrator		Technology drives our operations and this position requires a visionary leader.

		R52				Business Manager		This position is responsible for Budget, Personnel, Procurement, Quality Training

		S60				Attorney		Handles all legal matters

		U12				Engineers (Civil)		Vital to our mission

		E24				Deputy Director		job content knowledge

		H51				Research specialista		vital the money producing research effort

		H27				attorney		job content knowledge

		L04				Budget director		job content knowledge

		N12				Support Services Administrator		job content knowledge

		Tech Schools				IT





second

		agency

		E16		. IT Manager		Importance of having technical expertise to ensure there is no disruption of service

		R12		Accountant/Fiscal Analyst II		Handles all accounting and fiscal matters for the agency.

		H87		accountant/fiscal manager III		would affect financial health of agency

		H18		Admin & academic computing directors		The employees in these postions need to undersatnd FMU and State government.

		E20		Admin. Specialist		Receptionist for the agency; demands/requirements

		P32		Administrative Assistants (AA75)		Many of our critical divisions are dependent on the AA's for scheduling and support.      We are constantly hiring reinforcements, because work stops if they are not there

		S60		Administrative Coordinator I		Handles all business activities.

		code8		asst director		daily contact with inductry decisions

		E12		Audits Manager I &  II		Difficulty in finding replacements and loss of cumulative knowledge of statewide payroll, voucher payments  and  financial reporting procedures

		E08		business manager		essential to agency operations

		code9		chief examiner		supervises core activities

		H73		client services director		external customer service

		P12		Communications Spec III		Dispatch manager is vital to statewide fire suppression.

		R28		complaint analyst		Carries out core agency function.

		N08		Data Base Manager II		Lack of experience and knowledge of theorganization

		J04		Deputy Commissioner – Health Services		Sets direction for state Public Health Services

		H06		Deputy Director		Operations knowledge

		H95		deputy director		agency management/continuity

		KO5		deputy director for office of general counsel		responsible for the legal aspects of the department

		P24		Deputy Director of Administration		Operations knowledge

		H15		Director		knowledge

		F27		Director of Administration		No qualified internal replacement

		R16		Director of Claims		Must have extensive knowledge of agency mission and WC Law and procedures.

		NO4		director-inmate classification		inmate classification / transfer knowledge

		J12		facility director		lack of management

		E28		finance director		knowledge of budget and finance

		P28		Finance Director AH45		Hiring, employ relations, policy & procedures, class comp. & benefits admin.

		L12		fiscal technician		accounts payable and payroll would not get done

		L46		fiscal technician		one person function

		J16		food service specialist		consumers within our facilities required daily consumption

		P26		Grants Administration		Position is an integral part of administration

		R04		HR manager		duties performed by one employee only

		J20		Human Resources Representative (AG00)		Critical keyplayer in accomplishing goals of DAODAS

		L24		human services coordinator I and II		vocational rehabilitation counselors who manage client cases

		L44		Human Services Coordinator I/II		Carries out core agency function.

		R08		Info Resource Consultant		Provide technical support to staff to accomplish the agency's mission.

		H91		Information Resource Consultant II		Only 1 position in this area, no real backup

		R36		Information Resource Consultants

		H79		Information Technology Manager		Experience necessary to maintain current level of operations

		R52		Investigator		With only two investigators, if there is a vacancy, it could create a backlog in cases.

		D17		IT		Provides administrative and operational support to management to accomplish mission of the agency.

		F05		IT Classes Computer Operators		Computer Operations vital to the business of the organization.  Shifts have to be covered to keep vital operations running.

		H75		IT staff		Can't replace due to local job market competition

		H63		Mechanic III		School buses would not run

		H17		Mid-level IT personel		Sevice computer users throughout the campus

		H67		New Media/MIS director		Technical skills in short supply; systems need critical overhaul, upkeep

		R44		Persons who oversee tax returns and getting money to the bank		This group of people are responsible for the efficient flow of the revenue stream for the state

		U12		Project Managers		Daily operations and attention to detail would suffer

		H21		Provost		Executive leadership - faculty

		H75		teachers		direct service to students

		H09		VP Academic Affairs/Dean		Provides continuity to faculty and guides academic program of the College

		H12		VP/Directors of Research		Critical emphasis and demand for research initiative and leadership in Higher Ed

		H24		VP-Academic Affairs		Institution would be lacking leadership in a key area for a prolonged period of time. This individual would be difficult to replace since a national search would be required.





third

		agency

		H18		Senior business manager		The employees in these postions need to undersatnd FMU and State government.

		R04		executive director		duties performed by one employee only

		H75		Facilities Management Director		Difficult to replace due to labor market condiditons and extensive knowledge requrements for postions.

		E08		essential to agency operations

		code9		admin coordinator I		maintains improtant records

		code8		admin ass		knowledge hard to replace

		H06		Financial Officer		Knowledge of details required to handle agency financial operations

		R12		Operations Manager III		has critical operational knowledge

		F27		Business Manager		No qualified internal replacement

		H79		. Desk Top Publication Manager		Unique combination of experience necessary

		J20		Human Services  (GA00)		Carries out core agency function.

		L44		Instructor/Training Coordinator I/II

		R36		Attorneys

		R44		Lead systems programmers		We are systems dependent.  In several cases, the expertise is resident in a few individuals

		H73		IT Director		majority of work is done on the computer

		H75		principals		lead role with each school and these individuals are hard to find with their certification and administrative level

		H87		library manager II		would affect programmatic services

		H95		exhibits manager		creative talent -- experience not readily replaced

		H95		field service director		impact statewide assistance programs

		H95		conservator		loss of collection integrity capabilities

		J12		technical data processing		lack of system maintenance

		J16		licensed practical nurse		dispensation of medications

		KO5		administrator for information technology office		computers are essential for performing daily operations throughout the agency

		L12		trades specialist IV		responsible for the overall maintenance of the campus

		L24		instructor / training coordinator I and II		provide rehabilitation classes to clients

		NO4		deputy director for operations		overall operational knowledge and supervisory expertise

		U12		Info. Tech. Managers		Loss would be felt immediately

		R52		Data Coordinator III		Responsible for scanning all SEI and CD forms, and auditing of form.  Withouth this person, it could creaate a problem for the public when trying to get information on a person.

		D17		HR		Provide administrative and operational support to management to accomplish mission of the agency.

		F05		Accountant/Fiscal Analyst II		Payroll

		P28		Data Base Admin. AJ65		Network and technical support for agency

		R08		Human Resource		Provide administrative support to employees; guidelines, regulations and procedures.

		P12		Information Resource Consultanat II		Manager of our IT section must maintain all computer systems to ensure commuications in our Computer Aided Dispatch System as well as all other support systems.

		H24		VP-Business and Finance		Institution would be lacking leadership in a key area for a prolonged period of time.  This individual would be difficult to replace since a national search would be required.

		E20		Admin. Asst (Records Mgr)		Maintains/supervises criminal case files

		H21		VP for Business & Admin.		Executive leadership - Financial

		H15		Admin Specialists		consistency

		J04		Deputy Commissioner – EQC		Sets direction for state Environmental Quality Control activities

		H09		Commandant of Cadets		Provides continuity for Corps of Cadets.  Integral link between Cadets and Administration

		H91		Human Resource Manager II		Position in process of training backup.  Position functions as Administrative Director, handles legal issues, and supervises three functional areas

		E12		Auditor IV		Difficulty in find replacements for experienced and trained personnel for statewide payroll and financial reporting

		H67		Budget Director		Precise, knowledgeable management skills needed in times of  revenue tightness

		H63		.  Director of Assessment		State-wide student testing would be severely impacted

		P26		Information Technology Manager		This position needs to be filled. Our agency is re-doing our website and want to be able to interact electronically with our consortium members, national Sea Grant office as well as other institutions, state,. And federal agencies

		H12		VP/Chief Financial Officer		Continuity and expertise with multifaceted operation and rapidly changing technology

		P32		Benefits Administrator		We haven't had the luxury of in-depth cross-training and this position affects every employee in the agency, particularly during     an    open-enrollment       period. Difficult to find qualified replacement
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12a

		agency

		code1		.  Nursing instructors		Salary not competitive

		code1		AD25		Skills & knowledge not readily available

		code1		AG15		Salary & knowledge of State OHR procedures

		R28		AE10		can't match competing offers

		H18		system support tech		Salary not competitive		lack of advancement opportunities

		H18		adm spec 1&2		Salary not competitive

		H18		law enforcement officer 1		Salary not competitive		lack of certification

		R04		engineer		Salary not competitive

		R04		rates analyst		lack of qualified candidates

		H75		KA05		Salary not competitive		lack of qualified candidates

		H75		KC30/40		Salary not competitive

		H75		AJ42/45		Salary not competitive

		E22		attorney		Salary not competitive

		E22		administrative assistant		Salary not competitive

		code9		accountant/fiscal analyst I		too much travel/salary not competitive

		code9		accountant/fiscal analyst II		too much travel/salary not competitive

		code9		accountant/fiscal analyst III		too much travel/salary not competitive

		code8		auditor III		requires work experience/too much travel

		code7		applications analyst II		Salary not competitive

		code7		aj42.45		Salary not competitive

		code7		computer programmer		Salary not competitive

		R12		Claims Analyst I & II		Salary not competitive

		R12		Applications Analyst I & II		Salary not competitive

		R12		Attorney II		Salary not competitive

		R24		Senior Systems Programmer		agency equipment not mainstream

		R24		Biologist		lack of qualified candidates

		R24		Geologist/Hydrologist		lack of qualified candidates

		F27		Auditor III		Salary not competitive for qualified candidates

		H79		Archivist IV		Preferred T&E and budget limitations

		H79		. Info Resource Consultant II		Agency size dictates a “Generalist” approach
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		J20		Information Technology (AJ00)		Competitive pay and work/life programs. In addition to career opportunities

		J21		Human Services (GA00)		Competitive pay and work/life programs. In addition to career opportunities

		L44		Production Assistant II		requires work outside normal office hours

		L44		Recreational Specialist III		requires work outside normal office hours

		L44		Human Services Assistant I		must live in state facility

		R36		Program Manager I – Nursing		low compensation

		R36		Investigator III – Pharmacy		Statute requires a registered pharmacist/ compensation

		R36		Engineers		low compensation

		R44		Information Technology Positions		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		R44		Data Entry positions		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		R44		Property Analysts		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		H71		LPN		salary

		H71		RN		salary

		H73		psychologist		lack of degree

		H73		physician		salary

		H73		vehicle operator		salary

		H75		PT/OT (all therapists)		supply and demand, non-competitive salaries

		H75		vehicle operators		non-competitive salaries

		H75		special education teachers		certification issues; not enough college education programs

		H87		information resource consultant I		lack of ability to pay

		H87		library manager II		lack of appropriate experience

		H95		information technology manager		salary

		H95		planetarium director		salary

		H95		public safety and building maintenance		salary

		J02		applications analyst II		compensation / experience

		J02		registered nurse I and II		rural out-station offices

		J02		social worker III		rural out-station offices

		J12		psychiatrist		location and salary

		J12		nurses		location and salary

		J12		psychiatric service director / program managers		lack of expertise

		J16		forensic psychologist		labor market availability

		J16		human service assistants/specialists		salary and work environment

		KO5		entry level law enforcement positions		salary

		KO5		communications specialists		rotating shifts

		KO5		license examiners		limited recruitment

		L12		human services specialist II		outdoor environment; live-in

		L12		human services specialist I		live-in

		L12		food service specialist I		salary

		L24		production assistant II		hours

		L24		recreational specialist III		hours

		L24		human services assistant I		requires person to live in the dorm; low wages

		L46		statistical and research analyst III		diverse functions -- public information, technology, research and administration

		NO4		ea20		competitive salaries and prison environment

		NO4		ea30		competitive salaries and prison environment

		NO4		aj03		competitive salaries and small applicant pools

				aj07		competitive salaries and small applicant pools

				aj12		competitive salaries and small applicant pools

				aj10		competitive salaries and small applicant pools

				aj25		competitive salaries and small applicant pools

				kb15		large scale food service and supervisory experience not available

				kb20		large scale food service and supervisory experience not available

		P28		LB10		Salary		LB20		Need minority candidate

		R08		Admin Asst/Court Reporter		job skills,  salary		Application Analyst		job skills, salary		Info Resource Consultant		job skills, salary

		E20		Admin. Specialist (receptionist)		The nature of the work and agency standards/requirements		Attorney I, II		The nature of the work and workload in certain sections

		H24		Eng/Assoc Eng III		Budgetary limitations, requisite skills not available in area		VP-Business and Finance		Budgetary limitations		VP-Dev and Institutional Rel		Budgetary limitations, requisite skills not available in area

		H17		SSPC/SSPM (CB) Series		Usually require higher education experience (mid/high level position)		IT positions		Shortage in local market- unable to match money		Building/Grounds positions		Competition with tourism industry - shortage of labor in area

		H15		IT positions		noncompetitive salary opportunity		Law Enforcement		noncompetitive salary opportunity		Skilled Mtn (Trades Specs)		noncompetitive salary opportunity

		F05		Information Resource Consultant		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra		Statisticians		SAS software experience requirement.  Private sector competition.		Engineering/Geodetic Technicians		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		D17		GA50/60		Require specialized case management experience with children.		GA80		Hard to compete with private sector re:  compensation		AJ42/45		Hard to compete with private sector re: compensation

		R52		Attorney III		Pay Band/Salary

		U12		Engineering/Geodetic Technicians		Lack of qualified applicants		Anything in IT Services		Salary		Mechanics		Salary

		J04		Nutritionist		Salary & availability

		J04		Engineer		Salary & availability

		J04		Nursing		Salary & availability

		H03		Personal Computer Expert		Cannot Compete with Private Sector Salaries

		H03		Accountant		Requires Experience with Unique Software

		P36		Trades Specialists		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		P36		Administrative Assistants		Within this group there is a genuine need for those who can communicate with effective writing skills

		P36		Building/Grounds Specialists		Minimum skills are not always available

		L32		Information Resource Consultant		shortage of qualified applicants

		H09		Registered Nurse		Rate of pay and local competition

		H09		Statistician II		low salary

		H09		Printing Equip. Operator I & Student Services Mgr. I (Psychologist)		low salary

		H91		Program Manager I		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		H91		Grants Administrator I		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		H91		Information Resource Consultant II		Beginning salary is too low; shortage of applicants

		N08		Probation and Parole Agents		lack of a resource pool in certain geographic areas

		N08		Database Administrator		lack of qualified/trained applicants

		E12		Computer Programmer I & II		Lack of Qualified Candidates

		E12		Audits  Manager I & II		Salary level inadequate

		E12		Auditor III & IV		Salary level inadequate

		E12		Accountant/Fiscal Analyst I & Ii		Salary level inadequate

		H67		Transmitter Operator (FTS Supervisor)		Skills in short supply/cannot compete on salary

		H67		Graphics Producer (Production Manager III)		Skills in short supply/cannot compete on salary

		H67		MIS positions		Skills in short supply/cannot compete on salary

		H63		Computer Programmer II		Difficult to compete with salary market

		H63		Mechanic III		Difficult to compete with salary market

		H63		Education Associate		Certain positions require specialized program experience

		P26		Grants Adm I		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		P26		Information Technology Manager		New Position needed – Salary requirements will probably be beyond agency’s budget

		E16		Computer Programmers		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		E16		Program Manager III (specifically for our use in the Investments area)		Inability to compete with the salaries offered for this type of expertise in the private sector

		H12		HD60-75		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		H12		KC40		Salary

		H12		KA05		Salary

		P32		IT positions		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		P32		EDM 1, 11, and III (AD58, AD60		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		P32		Foreign office positions		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions
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				agency

		1		H03		1		Accountant		Requires Experience with Unique Software

		2		code9		2		accountant/fiscal analyst I		too much travel/salary not competitive

		3		E12		3		Accountant/Fiscal Analyst I & Ii		Salary level inadequate

		4		code9		4		accountant/fiscal analyst II		too much travel/salary not competitive

		5		code9		5		accountant/fiscal analyst III		too much travel/salary not competitive

		6		F27		6		Auditor III		Salary not competitive for qualified candidates

		7		E12		7		Auditor III & IV		Salary level inadequate

		8		E12		8		Audits  Manager I & II		Salary level inadequate

		9		code8		9		auditor III		requires work experience/too much travel

		10		H18		1		adm spec 1&2		Salary not competitive

		11		R08		2		Admin Asst/Court Reporter		job skills,  salary

		12		E20		3		Admin. Specialist (receptionist)		The nature of the work and agency standards/requirements

		13		E22		4		administrative assistant		Salary not competitive

		14		P36		5		Administrative Assistants		Within this group there is a genuine need for those who can communicate with effective writing skills

		15				1		IT		Agency size dictates a “Generalist” approach

		16		NO4		2		aj03		competitive salaries and small applicant pools

		17		NO5		3		aj07		competitive salaries and small applicant pools

		18		NO7		4		aj10		competitive salaries and small applicant pools

		19		NO6		5		aj12		competitive salaries and small applicant pools

		20		NO8		6		aj25		competitive salaries and small applicant pools

		21		D17		7		AJ42/45		Hard to compete with private sector re: compensation

		22		H75		8		AJ42/45		Salary not competitive

		23		R08		9		Application Analyst		job skills, salary

		24		R12		10		Applications Analyst I & II		Salary not competitive

		25		J02		11		applications analyst II		compensation / experience

		26		E12		12		Computer Programmer I & II		Lack of Qualified Candidates

		27		H63		13		Computer Programmer II		Difficult to compete with salary market

		28		E16		14		Computer Programmers		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		29		R44		15		Data Entry positions		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		30		R08		16		Info Resource Consultant		job skills, salary

		31		H79		17		Info Resource Consultant II		Agency size dictates a “Generalist” approach

		32		L32		18		Information Resource Consultant		shortage of qualified applicants

		33		F05		19		Information Resource Consultant		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra

		34		H87		20		information resource consultant I		lack of ability to pay

		35		H91		21		Information Resource Consultant II		Beginning salary is too low; shortage of applicants

		36		J20		22		Information Technology (AJ00)		Competitive pay and work/life programs. In addition to career opportunities

		37		P26		23		Information Technology Manager		New Position needed – Salary requirements will probably be beyond agency’s budget

		38		H95		24		information technology manager		salary

		39		R44		25		Information Technology Positions		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		40		R36		26		Investigator III – Pharmacy		Statute requires a registered pharmacist/ compensation

		41		H15		27		IT positions		noncompetitive salary opportunity

		42		P32		28		IT positions		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		43		H17		29		IT positions		Shortage in local market- unable to match money

		44		U12		30		IT Services		Salary

		45		H67		31		MIS positions		Skills in short supply/cannot compete on salary

		46		H03		32		Personal Computer Expert		Cannot Compete with Private Sector Salaries

		47		N08		33		Database Administrator		lack of qualified/trained applicants

		48		H18		34		system support tech		Salary not competitive

		49		R24		35		Senior Systems Programmer		agency equipment not mainstream

		50		H79				Archivist IV		Preferred T&E and budget limitations

		51		R28		1		AE10		can't match competing offers

		52		E22		2		attorney		Salary not competitive

		53		E20		3		Attorney I, II		The nature of the work and workload in certain sections
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		55		R52		5		Attorney III		Pay Band/Salary

		56		R24				Biologist		lack of qualified candidates

		57		H17				Building/Grounds positions		Competition with tourism industry - shortage of labor in area

		58		P36				Building/Grounds Specialists		Minimum skills are not always available

		59		R12				Claims Analyst I & II		Salary not competitive

		60		KO5				communications specialists		rotating shifts

		61		P32				EDM 1, 11, and III (AD58, AD60		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		62		H63				Education Associate		Certain positions require specialized program experience

		63		H24		1		Eng/Assoc Eng III		Budgetary limitations, requisite skills not available in area

		64		J04		2		Engineer		Salary & availability

		65		R04		3		engineer		Salary not competitive

		66		U12		4		Engineering/Geodetic Technicians		Lack of qualified applicants

		67		F05		5		Engineering/Geodetic Technicians		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		68		R36		6		Engineers		low compensation

		69		H12		7		HD60-75		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		70		P32				Foreign office positions		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions

		71		J16				forensic psychologist		labor market availability

		72		D17				GA50/60		Require specialized case management experience with children.

		73		D17				GA80		Hard to compete with private sector re:  compensation

		74		H73				psychologist		lack of degree

		75		R24				Geologist/Hydrologist		lack of qualified candidates

		76		P26				Grants Adm I		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		77		H91				Grants Administrator I		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		78		H67				Graphics Producer (Production Manager III)		Skills in short supply/cannot compete on salary

		82		J16		1		human service assistants/specialists		salary and work environment

		83		J21		2		Human Services (GA00)		Competitive pay and work/life programs. In addition to career opportunities

		84		L44		3		Human Services Assistant I		must live in state facility

		85		L24		4		human services assistant I		requires person to live in the dorm; low wages

		86		L12		5		human services specialist I		live-in

		87		L12		6		human services specialist II		outdoor environment; live-in

		88		code1		7		AG15		Salary & knowledge of State OHR procedures

		89		H12				KA05		Salary

		90		H75				KA05		Salary not competitive

		91		L12				food service specialist I		salary

		92		NO9				kb15		large scale food service and supervisory experience not available

		93		NO10				kb20		large scale food service and supervisory experience not available

		94		H75				KC30/40		Salary not competitive

		95		H12				KC40		Salary

		96		H15				Law Enforcement		noncompetitive salary opportunity

		97		H18				law enforcement officer 1		Salary not competitive

		98		KO5				entry level law enforcement positions		salary

		99		P28				LB10		Salary

		100		P28				LB20		Need minority candidate

		101		H87				library manager II		lack of appropriate experience

		102		KO5				license examiners		limited recruitment

		103		H63				Mechanic III		Difficult to compete with salary market

		104		U12				Mechanics		Salary

		105		H71		1		LPN		salary

		106		NO4		2		ea20		competitive salaries and prison environment

		107		NO4		3		ea30		competitive salaries and prison environment

		108		code1		4		Nursing instructors		Salary not competitive

		109		J12		5		nurses		location and salary

		110		J04		6		Nursing		Salary & availability

		111		R36		7		Program Manager I – Nursing		low compensation

		112		H09		8		Registered Nurse		Rate of pay and local competition

		113		J02		9		registered nurse I and II		rural out-station offices

		114		H71		10		RN		salary

		115		J04				Nutritionist		Salary & availability

		116		H73				physician		salary

		117		J12				psychiatric service director / program managers		lack of expertise

		118		J12				psychiatrist		location and salary

		119		H95				planetarium director		salary

		120		H09				Printing Equip. Operator I & Student Services Mgr. I (Psychologist)		low salary

		121		N08				Probation and Parole Agents		lack of a resource pool in certain geographic areas

		122		L24				production assistant II		hours

		123		L44				Production Assistant II		requires work outside normal office hours

		124		H91				Program Manager I		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		125		E16				Program Manager III (specifically for our use in the Investments area)		Inability to compete with the salaries offered for this type of expertise in the private sector

		126		R44				Property Analysts		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		127		H75				PT/OT (all therapists)		supply and demand, non-competitive salaries

		128		H95				public safety and building maintenance		salary

		129		R04				rates analyst		lack of qualified candidates

		130		L24				recreational specialist III		hours

		131		L44				Recreational Specialist III		requires work outside normal office hours

		132		H15				Skilled Mtn (Trades Specs)		noncompetitive salary opportunity

		133		J02				social worker III		rural out-station offices

		134		H75				special education teachers		certification issues; not enough college education programs

		135		H17				SSPC/SSPM (CB) Series		Usually require higher education experience (mid/high level position)

		136		L46				statistical and research analyst III		diverse functions -- public information, technology, research and administration

		137		H09				Statistician II		low salary

		138		F05				Statisticians		SAS software experience requirement.  Private sector competition.

		139		P36				Trades Specialists		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		140		H67				Transmitter Operator (FTS Supervisor)		Skills in short supply/cannot compete on salary

		141		H73				vehicle operator		salary

		142		H75				vehicle operators		non-competitive salaries

		143		H24				VP-Business and Finance		Budgetary limitations

		144		H24				VP-Dev and Institutional Rel		Budgetary limitations, requisite skills not available in area

		145		H27		Administrative Services		Administrative Assistant		Lack of job content experience

		146		H51		Administrative Services		Administrative Assistant		Lack of job content experience

		147		Tech Schools		Fiscal Services		Fiscal Services

		148		L04		Human Services Specialist		Human Services Specialist		Unpleasant work enviroment

		149		L04		IT		Programmer		Non competitive salary

		150		L04		IT		Applications analyst		Non competitive salary

		151		H27		IT		IT		Non competitive salary

		152		H51		IT		IT		Non competitive salary

		153		Tech Schools		IT		IT

		154		Tech Schools		Nursing Services		Nursing Services

		155		H27				Development Offices		Lack of job content experience

		156		H51				Research Specialists		Lack of job content experience

		157		E24				Emergency Preparedness		Lack of job content experience

		158		N12				Psychologist		Lack of professional degree

		159		N12				Social Worker		Lack of professional degree

		160		N12				Physical Therapist		Non competitive salary





12b

		agency

		code1		Cross-trainingCareer Pathing

		R28		Have the ability to offer salaries comparable to those in the private sector.

		H18		Have financial assets to offer competitive salaries

		R04		reduce MTE		increase salary		expand career path

		H75		Continue to identify funding to raise minimum salaries despite low state minimiums.		Continue to encoursage OHR to update salary ranges to meet market condidtions.

		code9		increase salary		reduce travel time

		code8		increase salary		increase advancement opportunities

		R12		We are benchmarking starting salaries within specific classification salary bands based on years work experience

		R24		Targeted recruitment in and out of state for hard to fill positions

		F27		Increase starting salary

		H79		With current budget constraints, identify and obtain alternative sources of funds

		J20		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		L44		Changing hours of position however the hours are dictated by client programs.

		R36		Review internal recruitment and classification

		R44		Better recruitment on the part of our agency		Study and streamline the hiring process

		H73		broaden recruiting base

		H75		host or attend job/career fairs

		H75		form alliance with college programs across the state and nation

		H87		already providing flexible work schedule, training opportunities and compensation options

		H95		provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		J02		more liberal recruiting salaries

		J12		given money, resources and manpower -- we can do everything

		J16		continue to increase entry level salaries within the range, continue to to improve work environment

		KO5		raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		L24		changing hours of position however the hours are dictated by client programs

		L46		need additional full-time employment positions

		NO4		expand benefits to non-traditional areas (such as travel) and secure funding to implement

		NO4		adopt non-traditional, flexible work rules

		NO4		offer greater job security for executive compensation positions

		P28		Currently analyzing process to develop recommendations

		R08		Expand salary ranges; more flexibility with funds

		E20		Increase job sharing concept		Consider salary adjustment/incentive for new hires		Institute internal merit increases

		H24		Make speedy decisions regarding salary offers so as to not loose candidate

		H17		Cultivate existing staff for mobility within organization

		H15		We are currently doing all we can within our limitations

		F05		Target and implement specialized recruiting efforts.  Develop more trainee type opportunities internally.

		D17		Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		R52		We are not aware of anything that could be done at the agency level.

		U12		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		J04		Accept applications for hard-to-fill positions at any time		Increase hiring level

		H03		Emphasize Desirable Working Conditions and Opportunities for Professional Development

		P36		More cross-training		Hire a less qualified employee but be prepared to train the individual as needed

		H09		Offer more money and pay current employees more		When applicable, utilize flex-time and job sharing as incentives		Establish a day care center as a service to employees/incentive

		H91		Succession training		Tightening up the timeline for the interview process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		N08		Increase the recruiting effort in geographic areas with low density applicant pool.		Utilizing targeted recruiting as the employment opportunity presents itself

		E12		Increase internships and cooperative educational programs for college students

		H67		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		H63		Attend Information Technology career fairs		create applicant pool for Mechanic III		advertise at Center for Teacher Recruitment

		P26		Ask for re-classification of position to more closely align our needs with a proper class

		P26		Budget process for more salary dollars which we have not had too much success with in the past

		H12		Establish authorization for equivalency approval delegation		Establish hiring rate for specialized trades areas		Eliminate use of lowest level in KA05

		P32		Implement internal training programs and increase internships		Work with Budget and Control Board to develop special provisions for unusual hires		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting		Participate more scientifically in recruitment/job fair processes
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		agency

		J04		Accept applications for hard-to-fill positions at any time		Increase hiring level

		NO4		adopt non-traditional, flexible work rules

		U12		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		H87		already providing flexible work schedule, training opportunities and compensation options

		P26		Ask for re-classification of position to more closely align our needs with a proper class

		H63		Attend Information Technology career fairs		create applicant pool for Mechanic III		advertise at Center for Teacher Recruitment

		D17		Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		R44		Better recruitment on the part of our agency		Study and streamline the hiring process

		H73		broaden recruiting base

		P26		Budget process for more salary dollars which we have not had too much success with in the past

		L24		changing hours of position however the hours are dictated by client programs

		L44		Changing hours of position however the hours are dictated by client programs.

		H75		Continue to identify funding to raise minimum salaries despite low state minimiums.		Continue to encoursage OHR to update salary ranges to meet market condidtions.

		J16		continue to increase entry level salaries within the range, continue to to improve work environment

		code1		Cross-trainingCareer Pathing

		H17		Cultivate existing staff for mobility within organization

		P28		Currently analyzing process to develop recommendations

		H03		Emphasize Desirable Working Conditions and Opportunities for Professional Development

		H12		Establish authorization for equivalency approval delegation		Establish hiring rate for specialized trades areas		Eliminate use of lowest level in KA05

		NO4		expand benefits to non-traditional areas (such as travel) and secure funding to implement

		R08		Expand salary ranges; more flexibility with funds

		J20		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		H75		form alliance with college programs across the state and nation

		J12		given money, resources and manpower -- we can do everything

		H18		Have financial assets to offer competitive salaries

		R28		Have the ability to offer salaries comparable to those in the private sector.

		H75		host or attend job/career fairs

		P32		Implement internal training programs and increase internships		Work with Budget and Control Board to develop special provisions for unusual hires		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting		Participate more scientifically in recruitment/job fair processes

		E12		Increase internships and cooperative educational programs for college students

		E20		Increase job sharing concept		Consider salary adjustment/incentive for new hires		Institute internal merit increases

		H67		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		code9		increase salary		reduce travel time

		code8		increase salary		increase advancement opportunities

		F27		Increase starting salary

		N08		Increase the recruiting effort in geographic areas with low density applicant pool.		Utilizing targeted recruiting as the employment opportunity presents itself

		H24		Make speedy decisions regarding salary offers so as to not loose candidate

		P36		More cross-training		Hire a less qualified employee but be prepared to train the individual as needed

		J02		more liberal recruiting salaries

		L46		need additional full-time employment positions

		NO4		offer greater job security for executive compensation positions

		H09		Offer more money and pay current employees more		When applicable, utilize flex-time and job sharing as incentives		Establish a day care center as a service to employees/incentive

		H95		provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		KO5		raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		R04		reduce MTE		increase salary		expand career path

		R36		Review internal recruitment and classification

		H91		Succession training		Tightening up the timeline for the interview process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		F05		Target and implement specialized recruiting efforts.  Develop more trainee type opportunities internally.

		R24		Targeted recruitment in and out of state for hard to fill positions

		R12		We are benchmarking starting salaries within specific classification salary bands based on years work experience

		H15		We are currently doing all we can within our limitations

		R52		We are not aware of anything that could be done at the agency level.

		H79		With current budget constraints, identify and obtain alternative sources of funds
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		agency

		code1		Allow agencies to hire at competitive rates

		code1		Allow agencies to hire without so much research & pages of justifications

		code1		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		R28		Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		H18		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		R04		expand rate analyst classification again

		H75		Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		H75		Support legislation to approve greater annual, merit and other increases.		Fuly fund legislatively mandated increases.		Raise pay ranges in classified system to reflect market conditions.

		E22		hire above the minimum

		code9		permit agency to increase salaries

		code8		lobby for increased pay and benefits

		code7		Raise pay ranges in classified system to reflect market conditions.

		R12		Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		P24		Targeted recruitment in and out of state for hard to fill positions

		F27		Forward qualified applicants to our office

		H79		Assist in the identification of qualified candidates who would be promotable to these positions

		J20		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		R36		Provide a pool of qualified applicants through central recruitment for the state

		R44		Delegate all hire aboves to agencies		Continue the State Career Fair.  That was extremely well done and successful.		Do a comprehensive IT study

		H71		Continue to approve salaries above minimum salary that the agency can approve

		H73		help us broaden/find a recruiting base

		H73		we would like to have an increase in classification delegation authority

		H75		provide recruitment sources relative to agency needs

		H87		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		H95		standardize funding for all state public safety officers to prevent agency "raiding"		provide more job fairs -- especially in rural areas

		J02		delegation to the maximum

		J12		take outside market place more into consideration when comparing salaries

		J16		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		KO5		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		L12		study pay for state positions vs. private industry more often		continue to post to the internet

		L46		screen applicants referred to agency better

		NO4		continue expansion of delegated authority in all areas

		NO4		assist with legislation to offer greater job security to deputy directors

		NO4		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		P28		Refer additional minorities

		R08		Provide a pool of applicants to fill these positions to agencies

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H24		Spedy turnaround on salary requests related to hiring

		H15		Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		F05		Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		D17		Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		R52		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		U12		Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		J04		Track separation reasons by classification		Prompt response to salary requests		Increase pay bands		Partner with schools to increase awareness of state job opportunities

		H03		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		P36		On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		H09		Reinstate step increases to provide rewards for service time		Continue granting money for pay increases based on employee performance

		H91		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		E12		Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities		Work with universities to broaden the scope of governmental course curriculums		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		H67		Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		H63		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		P26		Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		H12		Eliminate state approval requirement for equivalency decisions		Establish new class for Arborists, Sewing Machine Operators/production specialists		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges		Move to market driven compensation policy that would allow flexibility

		P32		Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		P32		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)

		P32		Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		P32		Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).
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		agency

		P32		Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		code1		Allow agencies to hire at competitive rates

		code1		Allow agencies to hire without so much research & pages of justifications

		J20		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		H79		Assist in the identification of qualified candidates who would be promotable to these positions

		NO4		assist with legislation to offer greater job security to deputy directors

		F05		Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		H15		Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		H75		Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		P26		Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		H87		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		H18		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		NO4		continue expansion of delegated authority in all areas

		H71		Continue to approve salaries above minimum salary that the agency can approve

		KO5		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		R28		Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		code1		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		R44		Delegate all hire aboves to agencies		Continue the State Career Fair.  That was extremely well done and successful.		Do a comprehensive IT study

		J02		delegation to the maximum

		E12		Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities		Work with universities to broaden the scope of governmental course curriculums		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		H91		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		P32		Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).

		H12		Eliminate state approval requirement for equivalency decisions		Establish new class for Arborists, Sewing Machine Operators/production specialists		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges		Move to market driven compensation policy that would allow flexibility

		R04		expand rate analyst classification again

		H03		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		H67		Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		F27		Forward qualified applicants to our office

		H73		help us broaden/find a recruiting base

		P32		Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		E22		hire above the minimum

		code8		lobby for increased pay and benefits

		U12		Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		R52		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		P36		On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		H63		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		code9		permit agency to increase salaries

		R08		Provide a pool of applicants to fill these positions to agencies

		R36		Provide a pool of qualified applicants through central recruitment for the state

		E20		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		H75		provide recruitment sources relative to agency needs

		code7		Raise pay ranges in classified system to reflect market conditions.

		NO4		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		P28		Refer additional minorities

		H09		Reinstate step increases to provide rewards for service time		Continue granting money for pay increases based on employee performance

		J16		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		R12		Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		L46		screen applicants referred to agency better

		H24		Spedy turnaround on salary requests related to hiring

		H95		standardize funding for all state public safety officers to prevent agency "raiding"		provide more job fairs -- especially in rural areas

		L12		study pay for state positions vs. private industry more often		continue to post to the internet

		H75		Support legislation to approve greater annual, merit and other increases.		Fuly fund legislatively mandated increases.		Raise pay ranges in classified system to reflect market conditions.

		J12		take outside market place more into consideration when comparing salaries

		P24		Targeted recruitment in and out of state for hard to fill positions

		J04		Track separation reasons by classification		Prompt response to salary requests		Increase pay bands		Partner with schools to increase awareness of state job opportunities

		D17		Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		H73		we would like to have an increase in classification delegation authority

		P32		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)
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		Information Technology

		Nursing Services

		Fiscal Services

		Human Services

		Engineering Services

		Administrative Services

		Legal Services



Number of Responses

Most Difficult Positions to Fill
(53 agencies responding - multiple responses from each agency allowed)

40

11

10

8

7

5

5



chart1 data

		

		40		Information Technology

		11		Nursing Services

		10		Fiscal Services

		8		Human Services

		7		Engineering Services

		5		Administrative Services

		5		Legal Services
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				Archivist IV

				Biologist

				Building/Grounds positions

				Building/Grounds Specialists

				Claims Analyst I & II

				communications specialists

				EDM 1, 11, and III (AD58, AD60

				Education Associate

				entry level law enforcement positions

				food service specialist I

				Foreign office positions

				forensic psychologist

				GA50/60

				GA80

				Geologist/Hydrologist

				Grants Adm I

				Grants Administrator I

				Graphics Producer (Production Manager III)

				KA05

				KA05

				kb15

				kb20

				KC30/40

				KC40

				Law Enforcement

				law enforcement officer 1

				LB10

				LB20

				library manager II

				license examiners

				Mechanic III

				Mechanics

				Nutritionist

				physician

				planetarium director

				Printing Equip. Operator I & Student Services Mgr. I (Psychologist)

				Probation and Parole Agents

				production assistant II

				Production Assistant II

				Program Manager I

				Program Manager III (specifically for our use in the Investments area)

				Property Analysts

				psychiatric service director / program managers

				psychiatrist

				psychologist

				PT/OT (all therapists)

				public safety and building maintenance

				rates analyst

				recreational specialist III

				Recreational Specialist III

				Skilled Mtn (Trades Specs)

				social worker III

				special education teachers

				SSPC/SSPM (CB) Series

				statistical and research analyst III

				Statistician II

				Statisticians

				Trades Specialists

				Transmitter Operator (FTS Supervisor)

				vehicle operator

				vehicle operators

				VP-Business and Finance

				VP-Dev and Institutional Rel
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		Requires Experience with Unique Software

		Agency size dictates a “Generalist” approach

		Agency size dictates a “Generalist” approach

		Certain positions require specialized program experience

		certification issues; not enough college education programs

		agency equipment not mainstream

		Because of the current low unemployment rate, compensation requests are greater than can be afforded

		Beginning salary is too low; shortage of applicants

		Budgetary limitations

		Budgetary limitations, requisite skills not available in area

		Budgetary limitations, requisite skills not available in area

		Cannot Compete with Private Sector Salaries

		can't match competing offers

		compensation / experience

		Competition with tourism industry - shortage of labor in area

		Competitive pay and work/life programs. In addition to career opportunities

		Competitive pay and work/life programs. In addition to career opportunities

		competitive salaries and prison environment

		competitive salaries and prison environment

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		competitive salaries and small applicant pools

		Difficult to compete with salary market

		Difficult to compete with salary market

		diverse functions -- public information, technology, research and administration

		Hard to compete with private sector re:  compensation

		Hard to compete with private sector re: compensation

		hours

		hours

		Inability to compete with the salaries offered for this type of expertise in the private sector

		job skills,  salary

		job skills, salary

		job skills, salary

		labor market availability

		lack of a resource pool in certain geographic areas

		lack of ability to pay

		lack of appropriate experience

		lack of degree

		lack of expertise

		Lack of qualified applicants

		Lack of Qualified Candidates

		lack of qualified candidates

		lack of qualified candidates

		lack of qualified candidates

		lack of qualified/trained applicants

		Large demand; inability to compete with private sector salaries without causing large inequities with existing staff

		large scale food service and supervisory experience not available

		large scale food service and supervisory experience not available

		limited recruitment

		live-in

		location and salary

		location and salary

		low compensation

		low compensation

		low salary

		low salary

		Minimum skills are not always available

		Must also have a knowledge of science to be able to work with researchers in Consortium institutions

		must live in state facility

		Need minority candidate

		New Position needed – Salary requirements will probably be beyond agency’s budget

		non-competitive salaries

		noncompetitive salary opportunity

		noncompetitive salary opportunity

		noncompetitive salary opportunity

		outdoor environment; live-in

		Pay and creative benefits (last Data Base Administrator left for 500 shares of bank stock and $95,000 salary. We were paying him $58,000. In his prior position, he had a company car. Our current most effective recruiting tool is job security and low

		Pay Band/Salary

		Person functions as Deputy Director and position requires extensive knowledge of finance, grants, and arts disciplines

		Precise horizontal and vertical geodetic surveying experience, excessive travel requirements and adverse weather conditions.

		Preferred T&E and budget limitations

		Rate of pay and local competition

		Require specialized case management experience with children.

		requires person to live in the dorm; low wages

		requires work experience/too much travel

		requires work outside normal office hours

		requires work outside normal office hours

		rotating shifts

		rural out-station offices

		rural out-station offices

		salary

		Salary

		Salary

		salary

		Salary

		salary

		Salary

		Salary

		salary

		salary

		salary

		salary

		salary

		salary

		Salary & availability

		Salary & availability

		Salary & availability

		Salary & knowledge of State OHR procedures

		Salary and changes in the industry.  Y2K efforts also attracted many of our programmers to positions outside state government.

		salary and work environment

		Salary level inadequate

		Salary level inadequate

		Salary level inadequate

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive

		Salary not competitive for qualified candidates

		Salary, if meeting degree requirementsDegree requirements, if salary acceptable

		SAS software experience requirement.  Private sector competition.

		Shortage in local market- unable to match money

		shortage of qualified applicants

		Skills & knowledge not readily available

		Skills in short supply/cannot compete on salary

		Skills in short supply/cannot compete on salary

		Skills in short supply/cannot compete on salary

		State employment policies not set up to accommodate contracts, foreign currency options, and other problems associated with these positions

		Statute requires a registered pharmacist/ compensation

		supply and demand, non-competitive salaries

		The combination of KSA's the SCAC is seeking: grants writing and processing, development skills, arts knowledge

		The nature of the work and agency standards/requirements

		The nature of the work and workload in certain sections

		These positions require specific proposal writing skills and experience. Candidates positions                                   with this specific experience difficult to find

		This is a field that is a dying art.  Newer technologies have driven different skills in the marketplace

		too much travel/salary not competitive

		too much travel/salary not competitive

		too much travel/salary not competitive

		Usually require higher education experience (mid/high level position)

		Very definitive mainframe and software experience required. Examples: KOMAND Billing system experience, CISCO Router experience, LAN/WAN/Sub net experience, ADABAS Database experience, Natural Program Language experience, UNIX Platform experience, Mainfra

		We prefer Certified General licensure and there is a short supply of qualified applicants who are interested in state government jobs.

		Within this group there is a genuine need for those who can communicate with effective writing skills
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		Increase compensation

		Modify recruitment process

		Expand career pathing

		Adopt flexible work rules

		Expand benefits

		Cross-training

		Create applicant pool



Number of responses

Internal Agency Actions
(46 agencies responding - multiple responses from each agency allowed)

21

20

8

4

4

4

3



chart2 data

		

		21		Increase compensation

		20		Modify recruitment process

		8		Expand career pathing

		4		Adopt flexible work rules

		4		Expand benefits

		4		Cross-training

		3		Create applicant pool





internal

		

		1		Adopt flexible work rules		Adopt non-traditional, flexible work rules

		2		Adopt flexible work rules		Changing hours of position however the hours are dictated by client programs

		3		Adopt flexible work rules		Increase job sharing concept

		4		Adopt flexible work rules		When applicable, utilize flex-time and job sharing as incentives

		5		Create applicant pool		Accept applications for hard-to-fill positions at any time

		6		Create applicant pool		Create applicant pool for Mechanic III

		7		Create applicant pool		Tech Schools

		8		Cross-training		Cross-training

		9		Cross-training		Cultivate existing staff for mobility within organization

		10		Cross-training		More cross-training

		11		Cross-training		Tech Schools

		12		Expand benefits		Establish a day care center as a service to employees/incentive

		13		Expand benefits		Expand benefits to non-traditional areas (such as travel) and secure funding to implement

		14		Expand benefits		Focus more strongly on shaping the infrastructure to include incentives, benefits, education, and career opportunities. (flexible compensation package to include family-friendly practices; creating an extensive professional development plan)

		15		Expand benefits		Implement some additional family fiiendly policies, i.e. flexible hours and telecommuting

		16		Expand career pathing		Career Pathing

		17		Expand career pathing		Develop more trainee type opportunities internally.

		18		Expand career pathing		Expand career path

		19		Expand career pathing		Hire a less qualified employee but be prepared to train the individual as needed

		20		Expand career pathing		Implement internal training programs and increase internships

		21		Expand career pathing		Increase advancement opportunities

		22		Expand career pathing		Review internal recruitment and classification

		23		Expand career pathing		Tech Schools

		24		Increase compensation		Budget process for more salary dollars which we have not had too much success with in the past

		25		Increase compensation		Consider salary adjustment/incentive for new hires

		26		Increase compensation		Continue to identify funding to raise minimum salaries despite low state minimiums.

		27		Increase compensation		Continue to increase entry level salaries within the range, continue to to improve work environment

		28		Increase compensation		Eliminate use of lowest level in KA05

		29		Increase compensation		Establish hiring rate for specialized trades areas

		30		Increase compensation		Expand salary ranges; more flexibility with funds

		31		Increase compensation		Have financial assets to offer competitive salaries

		32		Increase compensation		Have the ability to offer salaries comparable to those in the private sector.

		33		Increase compensation		Increase hiring level

		34		Increase compensation		Increase salaries, increase advertising budget, lower minimum qualifications which may be inflated.  Budget restrictions prohibit the first two

		35		Increase compensation		Increase salary

		36		Increase compensation		Increase salary

		37		Increase compensation		Increase salary

		38		Increase compensation		Increase starting salary

		39		Increase compensation		Institute internal merit increases

		40		Increase compensation		Offer more money and pay current employees more

		41		Increase compensation		Provide additional benefits such as education assistance, internal training for professional development -- seek funding for more performance/merit pay increases

		42		Increase compensation		Raise entry level salaries to compete with and match average of other agencies/states; improve working conditions and the recruitment program

		43		Increase compensation		With current budget constraints, identify and obtain alternative sources of funds

		44		Increase compensation		Tech Schools

		45		Modify recruitment process		Advertise a higher starting salary than the base salary for the class or even the agency established base

		46		Modify recruitment process		Advertise at Center for Teacher Recruitment

		47		Modify recruitment process		Allow the recruiter more authority to screen and make recommendations and/or offers of employment.

		48		Modify recruitment process		Ask for re-classification of position to more closely align our needs with a proper class

		49		Modify recruitment process		Attend Information Technology career fairs

		50		Modify recruitment process		Better recruitment on the part of our agency

		51		Modify recruitment process		Broaden recruiting base

		52		Modify recruitment process		Form alliance with college programs across the state and nation

		53		Modify recruitment process		Host or attend job/career fairs

		54		Modify recruitment process		Increase internships and cooperative educational programs for college students

		55		Modify recruitment process		Increase the recruiting effort in geographic areas with low density applicant pool.

		56		Modify recruitment process		Make speedy decisions regarding salary offers so as to not loose candidate

		57		Modify recruitment process		Participate more scientifically in recruitment/job fair processes

		58		Modify recruitment process		Study and streamline the hiring process

		59		Modify recruitment process		Target and implement specialized recruiting efforts.

		60		Modify recruitment process		Targeted recruitment in and out of state for hard to fill positions

		61		Modify recruitment process		Tightening up the timeline for the interview process

		62		Modify recruitment process		Utilizing targeted recruiting as the employment opportunity presents itself

		63		Modify recruitment process		Work with Budget and Control Board to develop special provisions for unusual hires

		64		Modify recruitment process		H51

		65		Modify recruitment process		L04

		66		Modify recruitment process		Tech Schools

		67				Emphasize Desirable Working Conditions and Opportunities for Professional Development

		68				Establish authorization for equivalency approval delegation

		69				Given money, resources and manpower -- we can do everything

		70				Succession training

		71				We are benchmarking starting salaries within specific classification salary bands based on years work experience

		72				We are currently doing all we can within our limitations

		73				We are not aware of anything that could be done at the agency level.

		74				More liberal recruiting salaries

		75				Need additional full-time employment positions

		76				Offer greater job security for executive compensation positions

		77				Reduce MTE

		78				Reduce travel time

		79				Already providing flexible work schedule, training opportunities and compensation options

		80				Believe we are doing all we can.  However, we would be interested in learning what other agencies are doing.

		81				Continue to encoursage OHR to update salary ranges to meet market condidtions.

		82				Currently analyzing process to develop recommendations

		83		H27		Changes needed are external to the University

		84		E24		Request additional funding from legislature
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		Move to market driven compensation

		Delegate more authority to agencies

		Develop applicant pool

		Continue State Career Fair



Number of responses

Suggested OHR Actions
(45 agencies responding - multiple responses from each agency allowed)

25

15

11

4
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		25		Move to market driven compensation

		15		Delegate more authority to agencies

		11		Develop applicant pool

		4		Continue State Career Fair





ohr actions

		

		1		1		Continue State Career Fair		Continue the State Career Fair.  That was extremely well done and successful.

		2		2		Continue State Career Fair		continue to have an annual state government career fair and compare salaries with similar job classes within the southern states

		3		3		Continue State Career Fair		provide more job fairs -- especially in rural areas

		4		4		Continue State Career Fair		recruitment fairs -- regionally, not just in columbia (offer these on weekends)

		5		1		Delegate more authority to agencies		Allow agencies to hire at competitive rates

		6		2		Delegate more authority to agencies		Allow agencies to hire without so much research & pages of justifications

		7		3		Delegate more authority to agencies		Allow HR representatives the flexibility to develop and implement their own programs for streamlining and improving ways in which personnel services are handled within their agencies

		8		4		Delegate more authority to agencies		Decrease the paperwork and delegate more authority to agencies to speed up the hiring process once selection has been made

		9		5		Delegate more authority to agencies		Delegate all hire aboves to agencies

		10		6		Delegate more authority to agencies		delegation to the maximum

		11		7		Delegate more authority to agencies		Eliminate requirement/or establish delegation process for agency for compensation      decisions where agency demonstrates good faith effort…let agency be help responsible for perceived legal challenges

		12		8		Delegate more authority to agencies		Eliminate state approval requirement for equivalency decisions

		13		9		Delegate more authority to agencies		hire above the minimum

		14		10		Delegate more authority to agencies		permit agency to increase salaries

		15		11		Delegate more authority to agencies		we would like to have an increase in classification delegation authority

		16		12		Delegate more authority to agencies		continue expansion of delegated authority in all areas

		17		13		Delegate more authority to agencies		Provide more flexibility hiring over the midpoint for senior qualified applicants within the non-legal field.

		18		14		Delegate more authority to agencies		H27

		19		15		Delegate more authority to agencies		Tech Schools

		20		1		Develop applicant pool		Assist in the identification of qualified candidates who would be promotable to these positions

		21		2		Develop applicant pool		Forward qualified applicants to our office

		22		3		Develop applicant pool		help us broaden/find a recruiting base

		23		4		Develop applicant pool		OHR could support the agency by recruiting and maintaining a file of qualified applicants for hard to fill positions.

		24		5		Develop applicant pool		Provide a pool of applicants to fill these positions to agencies

		25		6		Develop applicant pool		Provide a pool of qualified applicants through central recruitment for the state

		26		7		Develop applicant pool		Refer additional minorities

		27		8		Develop applicant pool		screen applicants referred to agency better

		28		9		Develop applicant pool		Targeted recruitment in and out of state for hard to fill positions

		29		10		Develop applicant pool		provide recruitment sources relative to agency needs

		30		11		Develop applicant pool		Tech Schools

		31		1		Move to market driven compensation		Do market studies which really reveal what actual beginning salaries are for the kinds of experienced candidates we are seeking

		32		2		Move to market driven compensation		Move to market driven compensation policy that would allow flexibility

		33		3		Move to market driven compensation		Raise pay ranges in classified system to reflect market conditions.

		34		4		Move to market driven compensation		Raise pay ranges in classified system to reflect market conditions.

		35		5		Move to market driven compensation		Recommend raising the entry  salary level for those classifications in 12a to compete with those in the private sector

		36		6		Move to market driven compensation		review salary on a statewide basis for competitive comparisons with private sector and authorize band changes as appropriate

		37		7		Move to market driven compensation		study pay for state positions vs. private industry more often

		38		8		Move to market driven compensation		Support legislation to approve greater annual, merit and other increases.

		39		9		Move to market driven compensation		take outside market place more into consideration when comparing salaries

		40		10		Move to market driven compensation		Work with others to increase the benefit options for state employees (cafeteria plans, parking, 401-K matches, etc.)

		41		11		Move to market driven compensation		assist with legislation to offer greater job security to deputy directors

		42		12		Move to market driven compensation		consider increasing benefits to include items such as retirement credits for unused sick/annual leave

		43		13		Move to market driven compensation		Consistently conduct market studies to support reallocation increases with funding being apprpriated to support these increases.

		44		14		Move to market driven compensation		Continue granting money for pay increases based on employee performance

		45		15		Move to market driven compensation		Continue to approve salaries above minimum salary that the agency can approve

		46		16		Move to market driven compensation		expand rate analyst classification again

		47		17		Move to market driven compensation		Expand Salary Ranges for Computer Related Positions to Allow Non-Supervisory Computer Personnel to Receive Competitive Salary

		48		18		Move to market driven compensation		Increase pay bands

		49		19		Move to market driven compensation		lobby for increased pay and benefits

		50		20		Move to market driven compensation		Pass regulations to provide for additional compensation based on geographical location for identified classifications (Mechanic III); conduct salary surveys on national, regional and state level to keep pay competitive with market

		51		21		Move to market driven compensation		Reallocate Bldg/Ground Spec series, or offer flexibility for market fluctuations

		52		22		Move to market driven compensation		E24

		53		23		Move to market driven compensation		H51

		54		24		Move to market driven compensation		L04

		55		25		Move to market driven compensation		Tech Schools

		56						Be flexible in approving T&E waivers and necessary pay actions to facilitate hiring desired candidates.

		57						Be more consistent vs differing opinions being offered depending upon which analyst is assisting in trying to accomplish efforts.  If OHR could maintain some retention themselves vs continuing to assing/re-assign analysts.  Eliminate some of the fluff and

		58						Better understanding and appreciation of the issues/mission of agency comparative to private sector labot market.

		59						Class descriptions seem too generic. It is sometimes difficult to locate a class that meets agency position needs

		60						Continue to provide focus issue research and studies on how the private sector is handling hard to fill positions.

		61						Develop literature for distribution at colleges and universities throughout the stateabout state government job opportunities

		62						Do a comprehensive IT study

		63						Educate the General Assembly about retention/recruiting issues, performance pay funding, and the successful operations of human resource offices (no longer manage on the buddy system - but as professional managers).

		64						Establish new class for Arborists, Sewing Machine Operators/production specialists

		65						Flexibility in T&E development/ develop relationships with schools/ improve state employee image/ flexibility in salaries

		66						Fuly fund legislatively mandated increases.

		67						Help us modify procedures to simplify the employment of individuals to work for us in foreign countries, as well as to have the ability to contract for a short-term and temporary employment relationship with an individual, which would include selected ben

		68						Make agencies more aware of services offered by OHR.  Share available applicant pool with agencies that utilize those type positions.

		69						On an individual agency level, the development of specific needs required to fill a position.  On a state level, the sharing of ideas and procedures in finding and successfully keeping these employees would help the smaller agencies

		70						Partner with schools to increase awareness of state job opportunities

		71						Prompt response to salary requests

		72						Actively work on the image of state employees with the public - PR-advertising-job fairs, etc

		73						Reinstate step increases to provide rewards for service time

		74						Revisit the state’s minimum qualifications.  Some jobs do not need a degree but need actual work experience.  Case in point:  Claims Analyst I.  The only way to get workers compensation insurance adjuster experience is by actually working in the insurance

		75						Spedy turnaround on salary requests related to hiring

		76						standardize funding for all state public safety officers to prevent agency "raiding"

		77						Track separation reasons by classification

		78						Update the vacancy portion of HRIS to allow previous postings to be saved for future use.  Offer assistance/applicant pools for hard-to-fill positions.

		79						Work with universities to broaden the scope of governmental course curriculums

		80						continue to post to the internet

								Delegate more authority to agencies		Allow greater flexibility and authority for the University to establish positions at competitive pay bands		Delegate authority to approve abouve minimum hiring rates up to mazimum of the pay band.

								Delegate more authority to agencies

								Develop applicant pool						get text from surveys

								Move to market driven compensation		Salary and bank levels comparable to counties and utility companies

								Move to market driven compensation		Continue to work on compensation for IT positions

								Move to market driven compensation

								Move to market driven compensation






_1011425500.xls
Sheet1 (2)

		agency				6a				6b

		code 1		1		50+%		50		Experience with our specific computer software

		code7		2		5		5		bachelors degree

		code8		3		25		25		experience in management of banking and finacne functions		specific computer software skills		educational qualifications

		D17		4		65-70%		67		Experience specific to position, specific degree		maintenance of inventory system on coputer

		E04		5		100		100

		E08		6		100		100

		E12		7		90%		90		More technical  and specific (IT) training (IT language, JCL, Etc.)

		E16		8		100		100

		E20		9		85%		85		Experience		communication skills		interview skills

		E28		10		60		60		shipping experience

		F05		11		2%		2		Amount of experience in Mapper and SAS programming, Specific geodetic technician related experience

		F27		12		20		20		GPA>3.0		Specific experience in selected areas		Relevant Computer skills

		H12		13		47%		47		Education requirements

		H17		14		15%		15		lack of industry specific experience, lack of specific software usage

		H18		15		0		0

		H21		16		100%		100

		H24		17		5%		5		Master's Degree

		H47		18		10		10		number of years of directly related work experience

		H47		19		10		10		number of years of directly related work experience

		H67		20		80		80		Formal specific degrees

		H73		21		less than 5%		4		master of psychology degree for psychologists

		H75		22		50%		50		certification in content area/dual certification, sign language skills, current comptuer skills

		H79		23		25		25		Not meeting the “time requirement with directly related experience”.		specific computer software skills		educational qualifications

		H87		24		75%		75		general work experience		maintenance of inventory system on coputer

		H91		25		50%		50		Knowledge of state government policies and procedures for their work areas.

		H95		26		90%		90		education and experience

		J04		27		40%		40		BSN degree for nurses

		J12		28		15%		15		length of experience

		J16		29		40%		40		education and experience in relevant areas

		J20		30		95		95		Higher degree of education		communication skills		interview skills

		KO5		31		30-40% of law enforcement candidates have college degrees (2 or 4 year)		35		we prefer 2-4 year college degrees for law enforcement positions

		L12		32		50%		50		degree in related area, experience in child care setting and supervisory skills

		L24		33		6%		6		bachelor's degree and total number of years of experience		Specific experience in selected areas		Relevant Computer skills

		L32								Housing experience

		L44		34		6		6		Bachelor’s Degree and total number of years of experience

		N04		35		0		0		frequently, a candidate lacks the college degree, and we must ask for it to be equated

		N08								Level of education

		P12		36		100%		100

		P24		37		5		5		?

		P26		38		0%		0

		P28		39		25%		25		Master's Degree, State Tourism related experience

		P32		40		75		75		Specific econon@c development experience

		R04		41		10		10

		R08		42		5%		5		Experience and degree		Specific environmental experience		Bi-lingual skills		Health services experience

		R12		43		1		1		Workers Compensation insurance experience		Technological skills		Organizational and community development experience		Knowledge of national arts environment

		R16		44		100%		100				Experience with certain software/hardware experience

		R28		45		0		0				Lack of related state government experience		150 Semester hours accounting educational requirement and/or CPA

		R36		46		75		75		Education levels		Technical education

		R52		47		20%		20

		S60		48		0		0				Number of years experience		Directly related experience

		U12		49		70%		70		Specific software skills, interpersonal and communication skills, lock of governmental accounting course (Accounts)		Research proposal writing experience		HM grant experience

		L04						0

		H27								Knowledge of preferred computer software

		H27		50						Specific professional degrees

		E24		51				50		Job content experience and training

		N12						7		Specific professional degrees

		N13								Job content experience

		Tech Scools		52				26		Computer Skills		Job content experience		Specific professional degrees

								40.0094339623





Chart1

		Job content experience

		Necessary educational qualifications

		Computer skills



Number of Responses

Preferred Qualifications Not Met by New Hires
(33 agencies responding- multiple responses from each agency allowed)

36

31

9



chart data

		

		1				communication skills

		2				communication skills								36		Job content experience

		3		1		Computer skills								31		Necessary educational qualifications

		4		2		Computer skills								9		Computer skills

		5		3		Computer skills

		6		4		Computer skills

		7		5		Computer skills

		8		6		Computer skills

		9		7		Computer skills

		10		8		Computer skills

		11		9		Computer skills

		12				general work experience

		13				interview skills

		14				interview skills

		15		1		Job content experience

		16		2		Job content experience

		17		3		Job content experience

		18		4		Job content experience

		19		5		Job content experience

		20		6		Job content experience

		21		7		Job content experience

		22		8		Job content experience

		23		9		Job content experience

		24		10		Job content experience

		25		11		Job content experience

		26		12		Job content experience

		27		13		Job content experience

		28		14		Job content experience

		29		15		Job content experience

		30		16		Job content experience

		31		17		Job content experience

		32		18		Job content experience

		33		19		Job content experience

		34		20		Job content experience

		35		21		Job content experience

		36		22		Job content experience

		37		23		Job content experience

		38		24		Job content experience

		39		25		Job content experience

		40		26		Job content experience

		41		27		Job content experience

		42		28		Job content experience

		43		29		Job content experience

		44		30		Job content experience

		45		31		Job content experience

		46		32		Job content experience

		47		33		Job content experience

		48		34		Job content experience

		49		35		Job content experience

		50		36		Job content experience

		51		37		Job content experience

		52		1		Necessary educational qualifications

		53		2		Necessary educational qualifications

		54		3		Necessary educational qualifications

		55		4		Necessary educational qualifications

		56		5		Necessary educational qualifications

		57		6		Necessary educational qualifications

		58		7		Necessary educational qualifications

		59		8		Necessary educational qualifications

		60		9		Necessary educational qualifications

		61		10		Necessary educational qualifications

		62		11		Necessary educational qualifications

		63		12		Necessary educational qualifications

		64		13		Necessary educational qualifications

		65		14		Necessary educational qualifications

		66		15		Necessary educational qualifications

		67		16		Necessary educational qualifications

		68		17		Necessary educational qualifications

		69		18		Necessary educational qualifications

		70		19		Necessary educational qualifications

		71		20		Necessary educational qualifications

		72		21		Necessary educational qualifications

		73		22		Necessary educational qualifications

		74		23		Necessary educational qualifications

		75		24		Necessary educational qualifications

		76		25		Necessary educational qualifications

		77		26		Necessary educational qualifications

		78		27		Necessary educational qualifications

		79		28		Necessary educational qualifications

		80		29		Necessary educational qualifications

		81		30		Necessary educational qualifications

		82		31		Necessary educational qualifications

		83		32		Necessary educational qualifications





Sheet2

				code8		Job content experience

				D17		Job content experience

				E12		Computer skills

				E20		Job content experience

				E28		Job content experience

				F05		Job content experience

				F27		Necessary educational qualifications

				H12		Job content experience

				H17		Job content experience

				H24		Necessary educational qualifications

				H47		Job content experience

				H67		Necessary educational qualifications

				H73		Necessary educational qualifications

				H75		Necessary educational qualifications

				H79		Job content experience

				H87		general work experience

				H91		Job content experience

				H95		Job content experience

				J04		Necessary educational qualifications

				J16		Job content experience

				J20		Necessary educational qualifications

				KO5		Necessary educational qualifications

				L12		Necessary educational qualifications

				L24		Necessary educational qualifications

				L32		Job content experience

				L44		Necessary educational qualifications

				N04		Necessary educational qualifications

				N08		Necessary educational qualifications

				P28		Job content experience

				P32		Job content experience

				R08		Job content experience

				R12		Job content experience

				R36		Job content experience

				U12		Specific software skills, interpersonal and communication skills, lock of governmental accounting course (Accounts)

				R28

				H18

				R04

				E08

				E04

				J12

				KO5

				R04

				E08

				E04

				S60

				R52

				R16

				H21

				P12

				P26

				E16





Sheet1

		agency		6a				6b

		code 1		50+%		50		Job content experience												?

		R28		0		0														?

		H18		0		0														Computer skills				communication skills				Computer skills

		R04		10		10														general work experience				communication skills				Computer skills

		H47		10		10		Job content experience		Computer skills		Necessary educational qualifications						1		Job content experience				Computer skills				interview skills

		E28		60		60		Job content experience		Computer skills								2		Job content experience				Computer skills				interview skills

		E08		100		100												3		Job content experience				Computer skills				Necessary educational qualifications

		E04		100		100												4		Job content experience				Computer skills				Necessary educational qualifications

		code8		25		25		Job content experience										5		Job content experience		1		Job content experience				Necessary educational qualifications

		code7		5		5		Necessary educational qualifications										6		Job content experience		2		Job content experience

		R12		1		1		Job content experience										7		Job content experience		3		Job content experience

		P24		5		5		?										8		Job content experience		4		Job content experience

		F27		20		20		GPA>3.0		communication skills		interview skills						9		Job content experience		5		Job content experience

		H79		25		25		Job content experience										10		Job content experience		6		Job content experience

		J20		95		95		Necessary educational qualifications										11		Job content experience		7		Job content experience

		L44		6		6		Necessary educational qualifications										12		Job content experience		8		Job content experience

		R36		75		75		Necessary educational qualifications		Job content experience		Computer skills						13		Job content experience		1		Necessary educational qualifications

		H73		less than 5%		4		Necessary educational qualifications										14		Job content experience		2		Necessary educational qualifications

		H75		50%		50		Necessary educational qualifications		Job content experience		Computer skills						15		Job content experience		3		Necessary educational qualifications

		H87		75%		75		general work experience										16		Job content experience		4		Necessary educational qualifications

		H95		90%		90		Job content experience		Necessary educational qualifications								17		Job content experience		5		Necessary educational qualifications

		J12		15%		15												18		Job content experience		6		Necessary educational qualifications

		J16		40%		40		Job content experience		Necessary educational qualifications								19		Job content experience		7		Necessary educational qualifications

		KO5		30-40% of law enforcement candidates have college degrees (2 or 4 year)		35		Necessary educational qualifications										20		Job content experience		8		Necessary educational qualifications

		KO5		approximately 50-60% have some college hours		55												21		Job content experience

		L12		50%		50		Necessary educational qualifications		Job content experience								22		Job content experience

		L24		6%		6		Necessary educational qualifications		Job content experience								23		Job content experience

		N04		0		0		Necessary educational qualifications										24		Job content experience

		R04		10		10												25		Job content experience

		H47		10		10		Job content experience		Computer skills		Necessary educational qualifications						26		Job content experience

		E28		60		60		Job content experience		Computer skills								1		Necessary educational qualifications

		E08		100		100												2		Necessary educational qualifications

		E04		100		100												3		Necessary educational qualifications

		code8		25		25		Job content experience										4		Necessary educational qualifications

		code7		5		5		Necessary educational qualifications										5		Necessary educational qualifications

		R12		1		1		Job content experience										6		Necessary educational qualifications

		P24		5		5		?										7		Necessary educational qualifications

		F27		20		20		Necessary educational qualifications		communication skills		interview skills						8		Necessary educational qualifications

		H79		25		25		Job content experience										9		Necessary educational qualifications

		J20		95		95		Necessary educational qualifications										10		Necessary educational qualifications

		L44		6		6		Job content experience		Necessary educational qualifications								11		Necessary educational qualifications

		R36		75		75		Job content experience		Necessary educational qualifications				Computer skills				12		Necessary educational qualifications

		U12		70%		70		Specific software skills, interpersonal and communication skills, lock of governmental accounting course (Accounts)										13		Necessary educational qualifications

		S60		0		0												14		Necessary educational qualifications

		R52		20%		20												15		Necessary educational qualifications

		R16		100%		100												16		Necessary educational qualifications

		P28		25%		25		Job content experience		Necessary educational qualifications								17		Necessary educational qualifications

		R08		5%		5		Job content experience		Necessary educational qualifications								18		Necessary educational qualifications

		D17		65-70%		68		Job content experience		Necessary educational qualifications

		E20		85%		85		Job content experience

		F05		2%		2		Job content experience

		H17		15%		15		Job content experience

		H21		100%		100

		H24		5%		5		Necessary educational qualifications

		P12		100%		100

		J04		40%		40		Necessary educational qualifications		Job content experience

		L32						Job content experience

		H91		50%		50		Job content experience

		N08						Necessary educational qualifications		Job content experience

		E12		90%		90		Computer skills		Job content experience		Necessary educational qualifications

		H67		80		80		Necessary educational qualifications		Job content experience

		P26		0%		0

		E16		100		100

		H12		47%		47		Job content experience		Necessary educational qualifications

		P32		75		75		Job content experience

				23.1		41.6031746032
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sheet1 (2)

		agency

		code 1		AD25		AJ05		AJ07		AJ08		AG15		nursing instructors

		R04		rate analysts

		H75		KA05		KC30		CB80

		E08		admin spec II

		R12		Claims Analyst I & II

		F27		Auditor III

		J20		Information Technology (AJ00)		Research & Statistical Services (BB00)

		L44		Agency Director

		R36		Program Manager I – Nursing Board Administrator		Investigator III – Pharmacy Board		Engineers		Environmental/Health Manager II

		R44		Data Entry and Control Clerk I and II		Applications Analysts I and II		State Appraiser I and II

		code 1		AD25		AJ05		AJ07		AJ08		AG15		nursing instructors

		H73		EB40		GA80

		H75		vocational classroom teachers		vehicle operators (bus drivers)		special education teachers (V.I.)		interpreters (sign language)		building and grounds specialist

		H87		no critical shortages

		H95		JD10		AJ42		KA05		CB30

		J02		EB40

		J12		EA10		EA20		EA60		EA70		GA20		psychiatrists

		J16		human service assistant II		human service coordinator I		registered nurse, licensed practical nurse		psychologist

		KO5		law enforcement officers		communications specialists		license examiners

		L12		human services specialist I, II		human service coordinator I

		L24		agency director

		N04		ea20		ea30		kb15		kb20		kc40		kc50		aj07		jd30

		H24		Assistant Professor		Associate Professor

		H17		Webmaster (no class exists)		Horticulturist		Pesticide Technician

		H15		AC03		AJ03		AJ05		AJ18		AJ20		AJ31		KC20		KC30		KC40

		F05		Trades Specialist III,IV,V		Information Resource Consultant I,II, and related IT classes		Engineering/Geodetic Technician I, II, III		Statistician II,III		Engineer/Associate Engineer II,III,IV

		D17		AJ42		AJ45		GA60		GA50		GA80

		R52		Attorney III

		U12		Engineering		Geodetic Technicians

		J04		Nurses		Nutritionists		Engineers		Information technology classes		Social workers		Health educators

		P36		Our greatest need has been for qualified Trades Specialists (all levels).

		E12		Computer Programmer I  (AJ01) & II (AJ03)		Applications Analyst I (AJ05) & II  (AJ07)		Audits Manager I (AD15) & II (AD18)		Auditor III  (AD10) & IV  (AD12)

		H67		Broadcast Engineering Maintenance Technicians		Graphic Producers (HTML, Web Developers)in Production Manager III classes		FTS Supervisors (transmitter operators)

		H63		Computer Programmer II		Mechanic I		Mechanic III		Education Associate (with a research background)

		P26		AH35, BE30, AD03

		E16		Computer Programmer I & II

		H12		KA05		KC40		KC30		KB05		KB10		AJ42

		P32		Information Resource Consultant 11 - AJ45 (Web master)		Administrative Assistant - AA75		Public Information Director - BC30		Data Base Administrator 11 - A165		Information Technology Manager 11 - AJ 12

		N12				GA 80 Chief Psychologist

		N12				GB 65 Social Worker III

		N12				UB 13 Classroom Teacher

		N12				EA 20 Nurse I

		L04				Programmer

		L04				Applications analyst

		L04				Human Services

		L04				Statistician

		H51				IT

		H51				Research Specialist

		H27				AJ45		IT

		H27				AJ63		IT

		H27				BB30		Statistician

		H27				CC30		Education

		H27				JC10		Law Enforcement

		H27				AJ25		IT

		H27				BC20		PIO

		H27				AB10		Administrative Services

		E24				Emergency Preparedness

		Tech Schools				IT

		Tech Schools				Nursing services

		Tech Schools				Trades Services

		Tech Schools				fiscal services





Chart1

		Information Technology

		Nursing Services

		Trades Services

		Fiscal Services

		Education Services

		Counseling and Case Management Services

		Engineering Services

		Professional & Therapist Services

		Research & Statistical Services



Number of Responses

Critical Shortage Areas
(41 agencies responding - multiple responses from each agency allowed)

31

12

9

8

5

5

4

4

4



chart data

				agency														31		Information Technology

																		12		Nursing Services

		2		R04				administrative services										9		Trades Services

		3		H75				administrative services										8		Fiscal Services

		4		H27				administrative services		AB10		Administrative Services						5		Education Services

		5		E08				Administrative/Program Management										5		Counseling and Case Management Services

		6		R12				Administrative/Program Management										4		Engineering Services

		7		F27				Agency Director										4		Professional & Therapist Services

		8		J20				agency director										4		Research & Statistical Services

		9		L44				Agricultural/animal Services

		10		R36				Agricultural/animal Services

		11		R44				Assistant Professor

		12		code 1				Associate Professor

		13		H73				Building, grounds and laundry services

		14		H75				Building, grounds and laundry services

		15		H87				Building, grounds and laundry services

		16		H95				C

		17		J02				Communication Services

		18		J12				communications specialists

		19		J16		1		counseling and case management services

		20		KO5		2		counseling and case management services

		21		L12		3		counseling and case management services

		22		L24		4		counseling and case management services

		23		N12		5		counseling and case management services		GB 65 Social Worker III

		24		N04				Earth Sciences

		25		H24		1		Education Services

		26		H17		2		Education Services

		27		H15		3		Education Services

		28		N12		4		Education Services		UB 13 Classroom Teacher

		29		H27		5		Education Services		CC30		Education

		30		F05				Engineering services

		31		D17				Engineering Services

		32		R52				Engineering Services

		33		U12				Engineering Services

		34		J04		1		fiscal services

		35		P36		2		fiscal services

		36		E12		3		fiscal services

		37		H67		4		fiscal services

		38		H63		5		fiscal services

		39		P26		6		fiscal services

		40		E16		7		fiscal services

		41		Tech Schools		8		fiscal services		fiscal services

		42		H12				Food Services

		43		P32				Food services

		44						grants Administration

		45						Health educators

		46						Human resources

		47						human service assistant II

		48						human service assistant II

		49		L04				Human Services		Human Services

		50				1		Information Technology

		51				2		Information Technology

		52				3		Information Technology

		53				4		Information Technology

		54				5		Information Technology

		55				6		Information Technology

		56				7		Information Technology

		57				8		Information Technology

		58				9		Information Technology

		59				10		Information Technology

		60				11		Information Technology

		61				12		Information Technology

		62				13		Information Technology

		63				14		Information Technology

		64				15		Information Technology

		65				16		Information Technology

		66				17		Information Technology

		67				18		Information Technology

		68				19		Information Technology

		69				20		Information Technology

		70				21		Information Technology

		71				22		Information Technology

		72				23		Information Technology

		73				24		Information Technology

		74		L04		25		Information Technology		Programmer

		75		L04		26		Information Technology		Applications analyst

		76		H51		27		Information Technology		IT

		77		H27		28		Information Technology		AJ45		IT

		78		H27		29		Information Technology		AJ63		IT

		79		H27		30		Information Technology		AJ25		IT

		80		Tech Schools		31		Information Technology		IT

		81						Investigation and Support Services

		82						Investigative and support services

		83						law enforcement officers

		84		H27				law enforcement officers		JC10		Law Enforcement

		85						Legal services

		86						Legal Services

		87						no critical shortages

		88				1		nursing instructors

		89				2		Nursing services

		90				3		Nursing services

		91				4		Nursing services

		92				5		Nursing services

		93				6		Nursing services

		94				7		Nursing services

		95				8		Nursing services

		96				9		Nursing services

		97				10		Nursing services

		98		N12		11		Nursing services		EA 20 Nurse I

		99		Tech Schools		12		Nursing services		Nursing services

		100		H27				PIO		BC20		PIO

		101						Procurement

		102						professional & therapist services

		103						professional & therapist services

		104						professional & therapist services

		105		N12				professional & therapist services		GA 80 Chief Psychologist

		106						Public Broadcasting

		107						Public Information Services

		108				1		Research & Statistical Services (BB00)

		109		L04		2		Research & Statistical Services (BB00)		Statistician

		110		H51		3		Research & Statistical Services (BB00)		Research Specialist

		111		H27		5		Research & Statistical Services (BB00)		BB30		Statistician

		112						security services

		113		E24				security services		Emergency Preparedness

		114				1		Trades Services

		115				2		Trades Services

		116				3		Trades Services

		117				4		Trades Services

		118				5		Trades Services

		119				6		Trades Services

		120				7		Trades Services

		121				8		Trades Services

		122		Tech Schools		9		Trades Services		Trades Services

		123						Transport Services

		124						Transport Services

		125						Transport Services
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first

				agency code		obstacle		position

		1		L34		lowSalary (salary structures are constrained by agency head salary)

		2		code 1		Ability to pay competitive salaries;low wages of current employees make it difficult to hire new employees above current wages		all

		3		H79		Agency budget limitation in meeting salary demands of certain highly qualified applicants

		4		H47		Competition with private sector

		5		R36		competitive job market

		6		J04		lack of Competitive pay

		7		H09		inAbility to offer competitive salaries

		8		H03		Inadequate Compensation		IT

		9		N08		low salaray		Probation and Parole Agents

		10		E20		low salaries

		11		H95		low salaries due to budget constraints

		12		code 7		low salary		all		lowcountry

		13		E22		low salary		all

		14		H06		low salary

		15		H15		low salary

		16		H18		low salary

		17		H71		low salary

		18		H75		low salary		service/support

		19		H87		low salary		all

		20		J02		low salary

		21		J12		low salary		psychaitrists

		22		J16		low salary		rn's lpns human services assistants

		23		KO5		low salary		highway patrol/license examinerscommunications specialists,

		24		L24		low salary

		25		L44		low salary

		26		N04		low salary		medical

		27		P24		low salary

		28		P28		low salary

		29		R12		low salary

		30		R28		low salary

		31		R52		low salary

		32		S60		low salary

		33		H73		low salary levles / can't compete with the private sector		counselor, doc

		34		H17		low salary offers

		35		H21		low salary offers																				specia

		36		H24		low salary offers due to budgetary limitations

		37		R08		non-competitive salaries

		38		P12		matching salary requirements  and maintain equity in internal salary structure when filling a postion requiring a special combination of education, training, and experience.

		39		F27		Starting Salary		Auditor

		40		P26		Salary

		41		H12		Salary/budgetary limitations		Information TechnologySeries

		42		P32		low State funding		IT

		43		E24		Budget Limitations		EPD, IT, Trades Spec

		44		H51		Non-competitive Salaries

		45		L04		Low salaries

		46		Tech Schools		Non-competitive Salaries

		47		code9		positions require significant travel		accountant/fiscal analysts						examing division

		48		E16		Recruiting industry specific candidates for areas such as investments or banking that will consider employment with state gov’t more appealing than private industry

		49		H75		recruiting teachers with certification in special ed and/or dual certification -- fewer graduates		classroom teacher/speech pathologist

		50		R44		Attracting applicants with degrees who have mainframe and microcomputer experience		IT

		51		H91		Generally in-state candidates do not have the breadth of experience we are seeking in this kind of position		Arts Coordinator II

		52		D17		lack of education and experience

		53		R14		lack of experience in the Medical Malpractice Field

		54		U12		Lack of individuals with related experience

		55		R04		lack of qualified candidates		auditor III,IV

		56		E12		Lack of Qualified Candidates		Finance,Accounting, Audit,Computer Programmer

		57		code8		lack of relevant experience		autditor III		finance division

		58		H67		Lack of specific technical skills in market		Engineers, MIS,WEB

		59		H27		Inability to attract fully qualified candidates		IT, Professial Positions

		60		L12		rural location		all

		61		N12		Unpleasant work environment

		62		F05		T&E classification too broad

		63		J20		Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).		Professional

		64		P36		Inadequate interviewing / recruitment skills

		65		L46		lack of white applicants		all

		66		H63		Pay  (Bringing candidates in at pay rates higher thancurrent employees are earning.)





first (2)

				agency code		obstacle		position

				H79		Inadequate Compensation				1		Budget Limitations				Agency budget limitation in meeting salary demands of certain highly qualified applicants

				H95		Inadequate Compensation				2		Budget Limitations				low salaries due to budget constraints

				H24		Inadequate Compensation				3		Budget Limitations				low salary offers due to budgetary limitations

				H12		Inadequate Compensation				4		Budget Limitations				Salary/budgetary limitations

				P32		Inadequate Compensation				5		Budget Limitations				low State funding

				E24		Budget Limitations		EPD, IT, Trades Spec		6		Budget Limitations

				R08		Inadequate Compensation				1		Compensation related issues				non-competitive salaries

				L34		Inadequate Compensation				2		Compensation related issues				lowSalary (salary structures are constrained by agency head salary)

				H03		Inadequate Compensation				3		Compensation related issues				Inadequate Compensation

				N08		Inadequate Compensation				4		Compensation related issues				low salaray

				E20		Inadequate Compensation				5		Compensation related issues				low salaries

				code 7		Inadequate Compensation				6		Compensation related issues				low salary

				E22		Inadequate Compensation				7		Compensation related issues				low salary

				H06		Inadequate Compensation				8		Compensation related issues				low salary

				H15		Inadequate Compensation				9		Compensation related issues				low salary

				H18		Inadequate Compensation				10		Compensation related issues				low salary

				H71		Inadequate Compensation				11		Compensation related issues				low salary

				H75		Inadequate Compensation				12		Compensation related issues				low salary

				H87		Inadequate Compensation				13		Compensation related issues				low salary

				J02		Inadequate Compensation				14		Compensation related issues				low salary

				J12		Inadequate Compensation				15		Compensation related issues				low salary

				J16		Inadequate Compensation				16		Compensation related issues				low salary

				KO5		Inadequate Compensation				17		Compensation related issues				low salary

				L24		Inadequate Compensation				18		Compensation related issues				low salary

				L44		Inadequate Compensation				19		Compensation related issues				low salary

				N04		Inadequate Compensation				20		Compensation related issues				low salary

				P24		Inadequate Compensation				21		Compensation related issues				low salary

				P28		Inadequate Compensation				22		Compensation related issues				low salary

				R12		Inadequate Compensation				23		Compensation related issues				low salary

				R28		Inadequate Compensation				24		Compensation related issues				low salary

				R52		Inadequate Compensation				25		Compensation related issues				low salary

				S60		Inadequate Compensation				26		Compensation related issues				low salary

				H17		Inadequate Compensation				27		Compensation related issues				low salary offers

				H21		Inadequate Compensation				28		Compensation related issues				low salary offers

				F27		Inadequate Compensation				29		Compensation related issues				Starting Salary

				P26		Inadequate Compensation				30		Compensation related issues				Salary

				L04		Low salaries				31		Compensation related issues

				code 1		Inadequate Compensation				32		Compensation related issues				Ability to pay competitive salaries;low wages of current employees make it difficult to hire new employees above current wages

				H47		Inadequate Compensation				33		Compensation related issues				Competition with private sector

				R36		Inadequate Compensation				34		Compensation related issues				competitive job market

				J04		Inadequate Compensation				35		Compensation related issues				lack of Competitive pay

				H09		Inadequate Compensation				36		Compensation related issues				inAbility to offer competitive salaries

				H73		Inadequate Compensation				37		Compensation related issues				low salary levles / can't compete with the private sector

				H51		Non-competitive Salaries				38		Compensation related issues

				Tech Schools		Non-competitive Salaries				39		Compensation related issues

		1		code9		Inability to attract fully qualified candidates		accountant/fiscal analysts

		2		E16		Inability to attract fully qualified candidates

		3		H75		Inability to attract fully qualified candidates		classroom teacher/speech pathologist

		4		R44		Inability to attract fully qualified candidates		IT

		5		H91		Inability to attract fully qualified candidates		Arts Coordinator II

		6		D17		Inability to attract fully qualified candidates

		7		R14		Inability to attract fully qualified candidates

		8		U12		Inability to attract fully qualified candidates

		9		R04		Inability to attract fully qualified candidates		auditor III,IV

		10		E12		Inability to attract fully qualified candidates		Finance,Accounting, Audit,Computer Programmer

		11		code8		Inability to attract fully qualified candidates		autditor III

		12		H67		Inability to attract fully qualified candidates		Engineers, MIS,WEB

		13		H27		Inability to attract fully qualified candidates		IT, Professial Positions

				L12		rural location		all

				F05		T&E classification too broad

				J20		Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).		Professional

				P36		Inadequate interviewing / recruitment skills

				L46		lack of white applicants		all

				H63		Pay  (Bringing candidates in at pay rates higher thancurrent employees are earning.)

				N12		Unpleasant work environment





second

		agency code		obstacle		position

		H67		Lack of competitive salaries at SCETV		Engineers, MIS,WEB

		F05		budget limitation

		code 1		Class ranges of pay are not competitive		all		cental carolina tech

		R12		Competition with private sector

		code8		Competition with private sector		autditor III

		J20		Inability to offer a competitive compensation package		IT

		E12		Inadequate Entry Salary		Finance,Accounting, Audit,Computer Programmer

		D17		low salaray

		N08		low salaray		IT

		H95		low salaries due to budget constraints

		code9		low salary

		R04		low salary		auditor III,IV,rate analuyst

		H75		low salary		service/support personnel

		N04		low salary		IT

		U12		low salary

		R36		non competitive compensation program

		H47		non competitive pay ranges

		E16		Finding candidates who are willing to accept the salaries that agencies can offer

		H27		Non-competitive Salaries		IT, Professial Positions

		H51		Non-competitive Benefits

		N12		Low salaries		Child welfare services

		P26		lack of experience

		J12		shortage of all nursing personnel		nurses

		L44		specific program experience

		H17		Difficulty in attracting candidates with higher education specific experience for mid-high level positions

		R44		Getting a sufficient number of qualified applicants, particularly those with associates and bachelors degrees.  This issue is more complicated when a professional license is also required (e.g., property analysts).		Tax Auditors, Revenue Officers,  Tax Examiners

		R14		lack of claims experience

		P28		lack of experience

		H75		lack of applicants with high skill level		VI teachers, path and language pathologists, interpreters, OT, PT

		J04		Lack of qualified applicants

		H73		lack of institutions in South Carolina that offer master level degrees in psychology		psychologist

		J16		lack of qualified candidates		forensic psychologiest

		R08		lack of qualified candidates

		L24		lack of specific program experience

		J02		lack of state experience

		H63		Lack of qualified candidates		Computer & Technology related; Research related;software experience for admin support positions

		E24		Inability to attract fully qualified candidates		EPD

		Tech Schools		Inability to attract fully qualified candidates

		H18		geographic location

		H24		Geographic location of agency

		H87		lack of career advancement		all

		H79		Lack of established career growth opportunities

		H06		lack of promotional opportunities

		H71		very limited advancement opportunities

		P24		lack of diverse applicant pool		Biology Related PositionLaw Enforcement

		P36		Inadequate knowledge of state hiring practices and requirements

		E20		inability of offer benefits in contract positions

		L46		lack of technology literacy		all

		KO5		limited recruitment (budget, personnel)		law enforcement offices, communications specialists, license examiners

		R28		no tuition reimbursement

		L12		on-campus residency requirement		human services coordinator, human svcs spec I and II

		F27		Perception of low opportunity for advancement /salary increase		Auditor

		H91		The Senior Management position salaries from base to midpoint are low for the SCAC to attract the kinds of candidates we want		Program Manager I,Grants Administrator I

		H09		Acquiring minority and female applicants		Senior Administrative & Faculty

		H12		Lack of direct  or recent experience in applicant pool		Largely engineering technology/associate series

		P32		State employment policies regarding contracts, benefit    Foreign office positions options and pay levels

		L04		Unpleasant work environment





second (2)

				agency code		obstacle		position

		2		F05		Inadequate Compensation						Budget Limitations

		10		H95		Inadequate Compensation						Budget Limitations

		7		E12		Inadequate Compensation		Finance,Accounting, Audit,Computer Programmer		1		Compensation related issues

		8		D17		Inadequate Compensation				2		Compensation related issues

		9		N08		Inadequate Compensation		IT		3		Compensation related issues

		11		code9		Inadequate Compensation				4		Compensation related issues

		12		R04		Inadequate Compensation		auditor III,IV,rate analuyst		5		Compensation related issues

		13		H75		Inadequate Compensation		service/support personnel		6		Compensation related issues

		14		N04		Inadequate Compensation		IT		7		Compensation related issues

		15		U12		Inadequate Compensation				8		Compensation related issues

		18		E16		Inadequate Compensation				9		Compensation related issues

				N12		Low salaries				10		Compensation related issues		Child welfare services

		1		H67		Inadequate Compensation		Engineers, MIS,WEB		11		Compensation related issues

		3		code 1		Inadequate Compensation		all		12		Compensation related issues

		4		R12		Inadequate Compensation				13		Compensation related issues

		5		code8		Inadequate Compensation		autditor III		14		Compensation related issues

		6		J20		Inadequate Compensation		IT		15		Compensation related issues

		16		R36		Inadequate Compensation				16		Compensation related issues

		17		H47		Inadequate Compensation				17		Compensation related issues

				H27		Non-competitive Salaries				18		Compensation related issues				IT, Professial Positions

				H51		Non-competitive Benefits				19		Compensation related issues

		1		P26		Inability to attract fully qualified candidates

		2		J12		Inability to attract fully qualified candidates		nurses

		3		L44		Inability to attract fully qualified candidates

		4		H17		Inability to attract fully qualified candidates

		5		R44		Inability to attract fully qualified candidates		Tax Auditors, Revenue Officers,  Tax Examiners

		6		R14		Inability to attract fully qualified candidates

		7		P28		Inability to attract fully qualified candidates

		8		H75		Inability to attract fully qualified candidates		VI teachers, path and language pathologists, interpreters, OT, PT

		9		J04		Inability to attract fully qualified candidates

		10		H73		Inability to attract fully qualified candidates		psychologist

		11		J16		Inability to attract fully qualified candidates		forensic psychologiest

		12		R08		Inability to attract fully qualified candidates

		13		L24		Inability to attract fully qualified candidates

		14		J02		Inability to attract fully qualified candidates

		15		H63		Inability to attract fully qualified candidates		Computer & Technology related; Research related;software experience for admin support positions

		16		E24		Inability to attract fully qualified candidates		EPD

		17		Tech Schools		Inability to attract fully qualified candidates

				H18		geographic location

				H24		Geographic location of agency

				H87		Lack of established career growth opportunities		all

				H79		Lack of established career growth opportunities

				H06		Lack of established career growth opportunities

				H71		Lack of established career growth opportunities

				P24		lack of diverse applicant pool		Biology Related PositionLaw Enforcement

				P36		Inadequate knowledge of state hiring practices and requirements

				E20		inability of offer benefits in contract positions

				L46		lack of technology literacy		all

				KO5		limited recruitment (budget, personnel)		law enforcement offices, communications specialists, license examiners

				R28		no tuition reimbursement

				L12		on-campus residency requirement		human services coordinator, human svcs spec I and II

				F27		Perception of low opportunity for advancement /salary increase		Auditor

				H91		The Senior Management position salaries from base to midpoint are low for the SCAC to attract the kinds of candidates we want		Program Manager I,Grants Administrator I

				H09		Acquiring minority and female applicants		Senior Administrative & Faculty

				H12		Lack of direct  or recent experience in applicant pool		Largely engineering technology/associate series

				P32		State employment policies regarding contracts, benefit    Foreign office positions options and pay levels

						12

				L04		Unpleasant work environment





third

		agency code		obstacle		position

		H75		better salaries in private sector and states in special education -- low salaries		IT manager, pT, OT

		H87		competition		library mang II, IT I and II

		P36		Current job market

		H91		Dilemma of how to pay new hires a competitive wage, and being unable to compensate existing staff in the same class at the same or higher level

		U12		low benefits

		H95		low salaries due to budget constraints

		J20		Inability to offer a competitive benefits plan such as work/life practices (telecommuting, flexible hours, child care).

		Tech Schools		Budget Limitations

		E12		The “Government Image”, negative		Finance,Accounting, Audit,Computer Programmer

		F27		State Employee Image		Auditor

		code 1		Perception of State jobs as less challenging, innovative, and more restrictive in opportunities and rewards		all

		L44		agency perception

		L24		bad agency image

		J04		Perception of government work

		P28		lack of advancement opportunity

		R28		lack of promotional opportunities

		H24		limited advancement possibilities

		R36		perceived lack of promotional opportunities

		N12		Lack of established career growth opportunities

		E16		Finding candidates whose previous work history is stable

		J02		lack of program experience

		J12		lack of qualified candidates

		J16		lack of qualified candidates		human services spec

		P24		lack of qualified candidates

		R14		lack of underwriting experience

		H79		Preferred Training & Experience in certain professional occupational areas		Archivist IV

		N04		lack of job security		deputy directors

		H17		challenges in recruiting technical (IT) and less skilled positions due to geographic location and competition

		H47		proxity to charlotte metro area

		H73		when applicants search the internet, they notice state requirements rather than VRs minimum requirements		counselors

		KO5		work schedule -- rotating shifts possibly that job will require relocation		law enforcement offices, communications specialists

		R12		State’s minimum qualifications  (Sometimes too high or too low depending on the job)

				.

		F05		adverse working conditions

		R44		Convincing qualified applicants of the value of a public career in lieu of a more lucrative private sector position with higher starting salary

		code8		daily travel necessary		autditor III

		H09		Expense of advertising in nationwide publications specifically targeting minorities and women		Senior Administrative, Faculty & Athletic Coaches

		H67		Lack of qualified minority candidates, especially black females		Engineers, MIS, WEB/Broadcast technical positions

		H12		Limited number of applicants		Custodial, Grounds, Maintenance series

		P32		Must recruit from a limited pool of candidates which have necessary Economic Development experience		EDM 11 and III

		H27		Lack of minority candidates		IT, Professial Positions





third (2)

				agency code		obstacle		position

				H75		Inadequate Compensation		IT manager, pT, OT				1		Compensation related issues

				H87		Inadequate Compensation		library mang II, IT I and II				2		Compensation related issues

				P36		Inadequate Compensation						3		Compensation related issues

				H91		Inadequate Compensation						4		Compensation related issues

				U12		Inadequate Compensation						5		Compensation related issues

				J20		Inadequate Compensation						6		Compensation related issues

				H95		Inadequate Compensation								Budget Limitations

				Tech Schools		Budget Limitations								Budget Limitations

				E12		Poor image of government employees		Finance,Accounting, Audit,Computer Programmer

				F27		Poor image of government employees		Auditor

				code 1		Poor image of government employees		all

				L44		Poor image of government employees

				L24		Poor image of government employees

				J04		Poor image of government employees

		1		P28		Lack of established career growth opportunities

		2		R28		Lack of established career growth opportunities

		3		H24		Lack of established career growth opportunities

		4		R36		Lack of established career growth opportunities

		5		N12		Lack of established career growth opportunities

		1		E16		Inability to attract fully qualified candidates

		2		J02		Inability to attract fully qualified candidates

		3		J12		Inability to attract fully qualified candidates

		4		J16		Inability to attract fully qualified candidates		human services spec

		5		P24		Inability to attract fully qualified candidates

		6		R14		Inability to attract fully qualified candidates

		7		H79		Inability to attract fully qualified candidates		Archivist IV

		8		H51		Inability to attract fully qualified candidates

		9		L04		Inability to attract fully qualified candidates

		10		E24		Lack of training funds		EPD

				N04		lack of job security		deputy directors

				H17		challenges in recruiting technical (IT) and less skilled positions due to geographic location and competition

				H47		proxity to charlotte metro area

				H73		when applicants search the internet, they notice state requirements rather than VRs minimum requirements		counselors

				KO5		work schedule -- rotating shifts possibly that job will require relocation		law enforcement offices, communications specialists

				R12		State’s minimum qualifications  (Sometimes too high or too low depending on the job)

						.

				F05		adverse working conditions

				R44		Convincing qualified applicants of the value of a public career in lieu of a more lucrative private sector position with higher starting salary

				code8		daily travel necessary		autditor III

				H09		Expense of advertising in nationwide publications specifically targeting minorities and women		Senior Administrative, Faculty & Athletic Coaches

				H67		Lack of qualified minority candidates, especially black females		Engineers, MIS, WEB/Broadcast technical positions

				H12		Limited number of applicants		Custodial, Grounds, Maintenance series

				P32		Must recruit from a limited pool of candidates which have necessary Economic Development experience		EDM 11 and III

						12





chart1 data

		100		Compensation related issues

		52		Lack of fully qualified candidates

		16		Lack of established career growth opportunities

		15		Budget limitations

		15		Image of government employees

				first										second		third

		52		13		Lack of fully qualified candidates								17		10

		100		39		Compensation related issues								19		6

		16		4		Lack of established career growth opportunities								4		5

		11		1		Image of government employees								6		2

		15		6		Budget Limitations								2		2

		193

						161





chart 1

		Compensation related issues

		Lack of fully qualified candidates

		Lack of established career growth opportunities

		Budget limitations

		Image of government employees



Weighted Responses

Recruitment Obstacles
(66 agencies responding)

100

51.5527950311

15.5279503106

14.9068322981

14.9068322981



positions

		Education		classroom teacher		Education		interpreters		Education		Broadcast technical positions

		Fiscal Services		accountant/fiscal analysts		Education		VI teachers		Fiscal Services		Accounting

		Fiscal Services		Accounting		Fiscal Services		Accounting		Fiscal Services		Audit

		Fiscal Services		Audit		Fiscal Services		Audit		Fiscal Services		Auditor

		Fiscal Services		Auditor		Fiscal Services		Auditor		Fiscal Services		autditor III

		Fiscal Services		auditor III		Fiscal Services		auditor III,IV		Fiscal Services		Finance

		Fiscal Services		auditor III,IV		Fiscal Services		autditor III		Human Services		human services spec

		Fiscal Services		Finance		Fiscal Services		Finance		Human Services		counselors

		Health Services		lpns		Fiscal Services		rate analuyst		Information Technology		Computer Programmer

		Health Services		rn's		Fiscal Services		Tax Auditors, Revenue Officers,  Tax Examiners		Information Technology		IT manager

		Health Services		speech pathologist		Health Services		OT		Information Technology		IT I and II

		Health Services		medical		Health Services		PT		Information Technology		MIS

		Health Services		Professional		Health Services		nurses		Information Technology		WEB

		Health Services		psychaitrists		Health Services		path and language pathologists		Information Technology		communications specialists

		Human Services		psychologist		Human Services		psychologist		Law Enforcement		law enforcement offices,

		Human Services		human services assistants		Human Services		human services coordinator		Health Services		OT

		Information Technology		Computer Programmer		Human Services		human svcs spec I and II		Health Services		pT

		Information Technology		Information TechnologySeries		Information Technology		Computer & Technology related; Research related;software experience for admin support positions		Trade Services		Custodial

		Information Technology		IT		Information Technology		Computer Programmer		Trade Services		Grounds

		Information Technology		IT		Information Technology		IT		Trade Services		Maintenance series

		Information Technology		IT		Information Technology		IT				Archivist IV

		Information Technology		MIS,		Information Technology		IT				Athletic Coaches

		Information Technology		WEB		Information Technology		communications specialists,				deputy directors

		Information Technology		communications specialists,		Law Enforcement		Law Enforcement				EDM 11 and III

		Law Enforcement		highway patrol		Law Enforcement		law enforcement offices				Engineers

		Law Enforcement		license examiners		Law Enforcement		license examiners				Faculty

		Trade Services		service/support		Health Services		forensic psychologiest				library mang II,

				Arts Coordinator II		Trade Services		service/support personnel				Senior Administrative,  &

				Engineers				Biology Related Position

				Probation and Parole Agents				Grants Administrator I

								Largely engineering technology/associate series

								Program Manager I

								Senior Administrative & Faculty





chart2 data

		1		Education		2		Education		1		Education

		7		Fiscal Services		8		Fiscal Services		5		Fiscal Services

		6		Health Services		5		Health Services		2		Health Services

		2		Human Services		3		Human Services		2		Human Services

		2		Law Enforcement		3		Law Enforcement		1		Law Enforcement

		1		Trade Services		1		Trade Services		3		Trade Services

		8		Information Technology		6		Information Technology		6		Information Technology

		100		Fiscal Services				42

		100		Information Technology

		71		Health Services

		33		Human Services

		31		Law Enforcement

		19		Trade Services

		19		Education





Chart2

		Fiscal Services

		Information Technology

		Health Services

		Human Services

		Law Enforcement

		Trade Services

		Education



Weighted Responses

Occupational Areas Most Likely To Be Affected by Recruiting Obstacles

100

100

71.4285714286

33.3333333333

30.9523809524

19.0476190476

19.0476190476



sheet4

		obstacle

		Acquiring minority and female applicants

		adverse working conditions

		Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).

		agency perception

		bad agency image

		daily travel necessary

		Expense of advertising in nationwide publications specifically targeting minorities and women

		geographic location

		Geographic location of agency

		Inadequate interviewing / recruitment skills

		Inadequate knowledge of state hiring practices and requirements

		lack of advancement opportunity

		lack of career advancement

		lack of diverse applicant pool

		Lack of established career growth opportunities

		lack of job security

		lack of promotional opportunities

		lack of promotional opportunities

		lack of white applicants

		limited advancement possibilities

		limited recruitment (budget, personnel)

		on-campus residency requirement

		perceived lack of promotional opportunities

		Perception of government work

		Perception of low opportunity for advancement /salary increase

		Perception of State jobs as less challenging, innovative, and more restrictive in opportunities and rewards

		positions require significant travel

		proxity to charlotte metro area

		rural location

		State Employee Image

		State’s minimum qualifications  (Sometimes too high or too low depending on the job)

		T&E classification too broad

		The “Government Image”, negative

		very limited advancement opportunities

		when applicants search the internet, they notice state requirements rather than VRs minimum requirements

		work schedule -- rotating shifts possibly that job will require relocation





sheet5

		obstacle						obstacle						obstacle

		lack of advancement opportunity

		lack of career advancement						agency perception						Acquiring minority and female applicants

		Lack of established career growth opportunities						bad agency image						adverse working conditions

		lack of promotional opportunities						Perception of government work						Advertising Options/Recruitment Sites (due to limited budget and an immediate need to fill positions, we’re seldom able to recruit competitively).

		lack of promotional opportunities						Perception of State jobs as less challenging, innovative, and more restrictive in opportunities and rewards						daily travel necessary

		limited advancement possibilities						State Employee Image						Expense of advertising in nationwide publications specifically targeting minorities and women

		perceived lack of promotional opportunities						The “Government Image”, negative						geographic location

		Perception of low opportunity for advancement /salary increase												Geographic location of agency

		very limited advancement opportunities												Inadequate interviewing / recruitment skills

														Inadequate knowledge of state hiring practices and requirements

														lack of job security

														lack of white applicants

														limited recruitment (budget, personnel)

														on-campus residency requirement

														positions require significant travel

														proxity to charlotte metro area

														rural location

														State’s minimum qualifications  (Sometimes too high or too low depending on the job)

														T&E classification too broad

														when applicants search the internet, they notice state requirements rather than VRs minimum requirements

														work schedule -- rotating shifts possibly that job will require relocation





Sheet2

		obstacle

		.

		Attracting applicants with degrees who have mainframe and microcomputer experience

		Difficulty in attracting candidates with higher education specific experience for mid-high level positions

		Finding candidates whose previous work history is stable

		Generally in-state candidates do not have the breadth of experience we are seeking in this kind of position

		Getting a sufficient number of qualified applicants, particularly those with associates and bachelors degrees.  This issue is more complicated when a professional license is also required (e.g., property analysts).

		Lack of applicants with high skill level

		Lack of claims experience

		Lack of direct  or recent experience in applicant pool

		Lack of education and experience

		Lack of experience

		Lack of experience in the Medical Malpractice Field

		Lack of individuals with related experience

		Lack of institutions in South Carolina that offer master level degrees in psychology

		Lack of program experience

		Lack of qualified applicants

		Lack of qualified candidates

		Lack of relevant experience

		Lack of specific program experience

		Lack of specific technical skills in market

		Lack of state experience

		Lack of technology literacy

		Lack of underwriting experience

		Must recruit from a limited pool of candidates which have necessary Economic Development experience

		Preferred Training & Experience in certain professional occupational areas

		Recruiting industry specific candidates for areas such as investments or banking that will consider employment with state gov’t more appealing than private industry

		Recruiting teachers with certification in special ed and/or dual certification -- fewer graduates

		Shortage of all nursing personnel

		Specific program experience





Sheet1

		obstacle

		Low Salary (salary structures are constrained by agency head salary)

		Ability to offer competitive salaries

		Ability to pay competitive salaries;low wages of current employees make it difficult to hire new employees above current wages

		Agency budget limitation in meeting salary demands of certain highly qualified applicants

		Better salaries in private sector and states in special education -- low salaries

		Budget limitation

		Class ranges of pay are not competitive

		Competition

		Competition with private sector

		Competition with private sector																																		.

		Competition with private sector

		Competitive job market

		Competitive pay

		Convincing qualified applicants of the value of a public career in lieu of a more lucrative private sector position with higher starting salary

		Current job market

		Dilemma of how to pay new hires a competitive wage, and being unable to compensate existing staff in the same class at the same or higher level

		Finding candidates who are willing to accept the salaries that agencies can offer

		Inability of offer benefits in contract positions

		Inability to offer a competitive benefits plan such as work/life practices (telecommuting, flexible hours, child care).

		Inability to offer a competitive compensation package

		Inadequate Compensation

		Inadequate Entry Salary

		Lack of competitive salaries at SCETV

		Low salaries due to budget constraints

		Low salary

		Low salary levels / can't compete with the private sector

		Low salary offers

		Low salary offers due to budgetary limitations

		Matching salary requirements  and maintain equity in internal salary structure when filling a postion requiring a special combination of education, training, and experience.

		No tuition reimbursement

		Non competitive compensation program

		Non competitive pay ranges

		Non-competitive salaries

		Pay  (Bringing candidates in at pay rates higher thancurrent employees are earning.)

		Perception of low opportunity for advancement /salary increase																																		Low benefits

		Salary

		Salary/budgetary limitations

		Starting Salary

		State employment policies regarding contracts, benefit    Foreign office positions options and pay levels

		State funding

		The Senior Management position salaries from base to midpoint are low for the SCAC to attract the kinds of candidates we want
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Sheet1 (2)

		R28		Using people of color and diversity in the decision making process as participants in weekly staff meetings.

		H19		Size of FMU and location make it difficult to compete for minority candidates

		H75		high cost of living and low state salaries are a problem		nearby metro area salaries are significantly higher

		code8		must reside in columbia

		code7		nearby metro area salaries are significantly higher

		H06		some candidates must relocate to columbia

		P24		Remote areas that have inferior education systems do not attract applicants with school age children

		L44		Limits the number of qualified applicants in remote areas

		H73		rural areas tend to lack the draw of younger professionals		it is hard to find professionals with master degrees in these areas

		H75		hard for state agency, not located in Columbia -- many state employees in Columbia want to remain with the state and are reluctant to relocate to Spartanburg		small town in up-state with low unemployment rate

		H95		hard to compete in Columbia market with the low unemployment rate and rising corporate salary trends

		J02		rural locations have problems with recruiting social workers and nurses

		J12		remote center locations impact on retention of senior level management personnel, particularly psychiatrists and counselors

		J16		several of our facilities are located in a major medical area of the state and recruitment and retention is difficult for health care related jobs

		KO5		retention may be improved if dps employees in columbia were located at the same facility - central office seems to work more effectively in recruiting

		L12		our geographic location has a tremendous impact on our recruiting efforts -- many are not interested in a rural setting

		L24		limits the number of qualified applicants in remote areas

		NO4		upstate -- very difficult to compete for new hires in the greenville / spartanburg industry belt

		NO4		rural -- very difficult to find large quantities of applicants (500-1,000 in small rural areas

		H15		Compete with private sector employers and other state agencies

		H17		Limited workforce in geographic area.  Shortage of trained professionals in region.  Significanat marketplace competition.

		H21		Greenwood is the ninth largest city in South Carolina with a population of 21,000; Greenwood county's population exceeds 60,000.  Greenwood is located near the middle of the Piedmont plateau in Western South Carolina.  The average yearly temperature is 61

		E20		Greenville branch office sometimes difficult to recruit for based upon limited availability of qualified candidates in that market.

		R14		Our location is very convenient and is easily accessed by the interstate.  We have ample parking and very pleasant surroundings.

		P28		Upstate - competition with private industry		Coastal - competition with private industry

		F05		For the most part location is favorable.  Our Geodetic Technician class which requires working and living in the field for weeks at a time is not always favorable.

		D17		Applicant pools vary from one geographic location to another.  Identifying qualified applicants is more difficult in some areas.  Options to entice movement from one area to another is limited.

		U12		The large number of higher paying industries in the upstate often makes it more difficult to recruit and retain qualified technical employees.  There is also a lot of competition from the Charlotte area.

		J04		Near big cities, harder to recruit because of salary competition		Very rural areas because no one wants to work there

		H09		The city of Charleston itself is a great aid in recruitment		We compete for employees with three other major state college systems within the same city

		H91		Geographic location is a plus - work force is attracted to Columbia because it is the seat of state government and USC is also located here

		N08		The applicant pool is less dense in rural areas

		E12		We have only one location in Columbia, but this allows us to have access to a larger pool of applicants, who have graduated from one of the nearby colleges, universities or technical institutions

		H67		Some difficulty in Charleston/Sumter Areas because of skills shortages/ no other problems

		H63		Competition in urban areas of the state for all of our transportation positions is a problem area

		H12		Located in the 3 county upstate area, we have the blessing of a beautiful, family friendly, locale.  That same area is a problem for us in recruitment and retention because the labor market is small, we have few state agencies and employees to draw from,
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		Rural area limits the number of qualified applicants

		Nearby metro area salaries are significantly higher

		Geographic location is an asset

		High cost of living and low state salaries are a problem



Number of Responses

Impact of Agency Geographic Location on Recruitment and Retention
(34 agencies responding - multiple responses from each agency allowed)
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				Size of FMU and location make it difficult to compete for minority candidates

				Nearby metro area salaries are significantly higher (11 responses)

				High cost of living and low state salaries are a problem (3 responses)

				must reside in columbia

				Rural area limits the number of qualified applicants (14 responses)

				Current state employees re reluctant to relocate (2 responses)

				several of our facilities are located in a major medical area of the state and recruitment and retention is difficult for health care related jobs

				retention may be improved if dps employees in columbia were located at the same facility - central office seems to work more effectively in recruiting

				Geographic location is considered to be favorable for recruitment and retention. (5 responses)

				We compete for employees with three other major state college systems within the same city

		14		Rural area limits the number of qualified applicants

		11		Nearby metro area salaries are significantly higher

		5		Geographic location is an asset

		3		High cost of living and low state salaries are a problem
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Sheet1

		R28		Using people of color and diversity in the decision making process as participants in weekly staff meetings.

		H19		Size of FMU and location make it difficult to compete for minority candidates

		H75		nearby metro area salaries are significantly higher

		H75		high cost of living and low state salaries are a problem

		code8		must reside in columbia

		code7		nearby metro area salaries are significantly higher

		H06		some candidates must relocate to columbia

		P24		Remote areas that have inferior education systems do not attract applicants with school age children

		L44		Limits the number of qualified applicants in remote areas

		H73		rural areas tend to lack the draw of younger professionals

		H73		it is hard to find professionals with master degrees in these areas

		H75		hard for state agency, not located in Columbia -- many state employees in Columbia want to remain with the state and are reluctant to relocate to Spartanburg

		H75		small town in up-state with low unemployment rate

		H95		hard to compete in Columbia market with the low unemployment rate and rising corporate salary trends

		J02		rural locations have problems with recruiting social workers and nurses

		J12		remote center locations impact on retention of senior level management personnel, particularly psychiatrists and counselors

		J16		several of our facilities are located in a major medical area of the state and recruitment and retention is difficult for health care related jobs

		KO5		retention may be improved if dps employees in columbia were located at the same facility - central office seems to work more effectively in recruiting

		L12		our geographic location has a tremendous impact on our recruiting efforts -- many are not interested in a rural setting

		L24		limits the number of qualified applicants in remote areas

		NO4		upstate -- very difficult to compete for new hires in the greenville / spartanburg industry belt

		NO4		rural -- very difficult to find large quantities of applicants (500-1,000 in small rural areas

		H15		Compete with private sector employers and other state agencies

		H17		Limited workforce in geographic area.  Shortage of trained professionals in region.  Significanat marketplace competition.

		H21		Greenwood is the ninth largest city in South Carolina with a population of 21,000; Greenwood county's population exceeds 60,000.  Greenwood is located near the middle of the Piedmont plateau in Western South Carolina.  The average yearly temperature is 61

		E20		Greenville branch office sometimes difficult to recruit for based upon limited availability of qualified candidates in that market.

		R14		Our location is very convenient and is easily accessed by the interstate.  We have ample parking and very pleasant surroundings.

		P28		Upstate - competition with private industry

		P28		Coastal - competition with private industry

		F05		For the most part location is favorable.  Our Geodetic Technician class which requires working and living in the field for weeks at a time is not always favorable.

		D17		Applicant pools vary from one geographic location to another.  Identifying qualified applicants is more difficult in some areas.  Options to entice movement from one area to another is limited.

		U12		The large number of higher paying industries in the upstate often makes it more difficult to recruit and retain qualified technical employees.  There is also a lot of competition from the Charlotte area.

		J04		Near big cities, harder to recruit because of salary competition

		J04		Very rural areas because no one wants to work there

		H09		The city of Charleston itself is a great aid in recruitment

		H09		We compete for employees with three other major state college systems within the same city

		H91		Geographic location is a plus - work force is attracted to Columbia because it is the seat of state government and USC is also located here

		N08		The applicant pool is less dense in rural areas

		E12		We have only one location in Columbia, but this allows us to have access to a larger pool of applicants, who have graduated from one of the nearby colleges, universities or technical institutions

		H67		Some difficulty in Charleston/Sumter Areas because of skills shortages/ no other problems

		H63		Competition in urban areas of the state for all of our transportation positions is a problem area

		H12		Located in the 3 county upstate area, we have the blessing of a beautiful, family friendly, locale.  That same area is a problem for us in recruitment and retention because the labor market is small, we have few state agencies and employees to draw from,
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		E24

		H15

		H18

		H63

		H67

		H75

		H87

		H91

		H95

		J02

		KO5

		L24

		L44

		N08

		P26

		R04

		R14

		Tech Schools





b 

		Agency

		H18		director of information services		senior applications analyst		IT mgr II		systems programmer II

		R04		law enforcement officer III

		E08		auditor

		L44		Security specialist

		H75		OSHA Officer (risk management)		Curriculum coordinator

		H87		senior consultant		accounting/fiscal manager I		senior information resource consultant

		H95		production manager III		media resources consultant

		J02		human services specialist I		human services specialist II		human services coordinator

		KO5		hearings officer III

		L24		security specialist

		R14		Administrative Assistant

		E20		Security Specialist III		Procurement Specialist or Manager		Records Analyst II		Grants Administrator I

		H15		AG50		AG55		AG30		AG25		AH50		BC50		HD75

		H91		Technology positions

		N08		BE40 - Grants Administrator II		BE20 - Grants Coordinator II

		E12		Accountant/Fiscal Manager I (AD20)  & II  (AD22)		Fiscal Technician I  (AD01)  & II (AD03)

		H67		Grants Developer

		H63		Senior Information Resource Consultant

		P26		AA75, AH35, BE30, AD03

		E24		Emergency Preparedness Positions

		Tech Schools		Senior IT Position

		Tech Schools		Hr Specialists

		Tech Schools		Fiscal Services
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		E20

		H15

		H63

		H67

		H79

		H91

		J02

		J16

		J20

		J21

		L24

		L44

		R14

		Tech Schools





a (2)

		Agency

		H79		Clerical Specialist  (AA20)

		J20		AA20 Clerical Specialist

		J21		AA25/AA50 Administrative Specialist I/II

		L44		Library Manager I		Program Assistant II		Administrative Specialist I

		J02		clerical specialist		administrative specialist		supply specialist

		J16		pharmacist

		L24		library manager I		program assistant II		administrative specialist I

		R14		N/A

		E20		Administrative Specialist I		Administrative Specialist II

		H15		N/A

		H91		Fiscal Technician

		H91		Administrative Specialist I

		H67		Perhaps custodial services when current two employees retire

		H63		Clerical Specialist		Administrative Specialist I

		Tech Schools		Vocational Technology Teacher

		Tech Schools		Switchboard Operator

		Tech Schools		Clerical Specialist				(2)

		Tech Schools		Data Entry Clerk				(2)





a

				Agency

		1		H79		AA20 Clerical Specialist				Clerical Specialist								13

		2		J20		AA25/AA50 Administrative Specialist I/II				Administrative Specialist I/II

		3		J21		administrative specialist				administrative specialist

		4		L44		Administrative Specialist I		Program Assistant II		Administrative Specialist I

		5		J02		Administrative Specialist I		administrative specialist		Administrative Specialist I

		6		J16		Administrative Specialist I				Administrative Specialist I

		7		L24		Administrative Specialist I		program assistant II		Administrative Specialist I

		8		R14		administrative specialist I				administrative specialist I

		9		E20		Administrative Specialist II		Administrative Specialist II		Administrative Specialist II

		10		H15		Administrative Specialist I				Administrative Specialist I

		11		H91		Clerical Specialist				Clerical Specialist

		12		H67		Clerical Specialist  (AA20)				Clerical Specialist  (AA20)

		14		H63		Fiscal Technician				Fiscal Technician

		15				Library Manager I				Library Manager I

		16				library manager I				library manager I

						N/A				N/A

						N/A				N/A

		17				Perhaps custodial services when current two employees retire				Perhaps custodial services when current two employees retire

		18				pharmacist				pharmacist

		19				Program Assistant II				Program Assistant II

		20				program assistant II				program assistant II

		21				supply specialist				supply specialist

				Tech Schools		Vocational Technology Teacher

				Tech Schools		Switchboard Operator

				Tech Schools		Data Entry Clerk				(2)
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		Senior IT Position

		HR Specialists/Benefits Counselors

		Fiscal Services Professionals

		Grants Administration



Number of Responses

Existing State Classes Agencies Will Use for the First Time within the Next Three Years
(21 agencies responding - multiple responses from each agency allowed)
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				Agency

		1		H18		Fiscal Technician I  (AD01)  & II (AD03)										10		Senior IT Position

		2		R04		Fiscal Technician I  (AD01)  & II (AD03)										8		HR Specialists/Benefits Counselors

		3		Tech Schools		Fiscal Services										7		Fiscal Services Professionals

		4		E08		Accountant/Fiscal Manager I (AD20)  & II  (AD22)										6		Grants Administration

		5		L44		accounting/fiscal manager I

		6		H75		accounting/fiscal manager I

		7		H87		auditor

		8		H95		Administrative Assistant

		9		J02		Administrative Assistant

		10		KO5		Administrative Assistant

		11		L24		AG25

		12		R14		AG30

		13		E20		AH50

		14		H15		BE20 - Grants Coordinator II

		15		H91		BE20 - Grants Coordinator II

		16		N08		BE40 - Grants Administrator II

		17		E12		grants administration

		18		H67		Grants Administrator I

		19		H63		Grants Developer

		20		P26		Curriculum coordinator

		21				Curriculum coordinator

		22				director of information services

		23				director of information services

		24				IT mgr II

		25				senior applications analyst

		26				senior applications analyst

		27				senior consultant

		28				Senior Information Resource Consultant

		29				senior information resource consultant

		30		Tech Schools		Senior IT Position

		31				systems programmer II

		32				HD75

		33				hearings officer III

		34				human services coordinator

		35				human services specialist I

		36				human services specialist II

		37				human services specialist II

		38		Tech Schools		Hr Specialists

		39				benefits counselor

		40				benefits counselor

		41				benefits counselor

		42				law enforcement officer III

		43				media resources consultant

		44				media resources consultant

		45				OSHA Officer (risk management)

		46				Procurement Specialist or Manager

		47				Procurement Specialist or Manager

		48				production manager III

		49				Program Coordinator

		50				Records Analyst II

		51				Security specialist

		52				security specialist

		53				Security Specialist III

		54				Technology positions

		55		E24		Emergency Preparedness Positions






