Quarterly Workforce Planning Forum Minutes—April 5, 2016
CalHR Updates
New Workforce Planning Coordinator
Lanaya has worked as the Statewide Workforce Planning and Recruitment Manager at CalHR since March 2016.  Prior to that Lanaya worked at the California Department of Social Services as the Bureau Chief over the Workforce Development Bureau.  Though she has only been with the State of California for a short time, she brings over twenty years of experience in the management of federal, state, and private educational programs.  Her career has followed her continued passion to build and support workforce development programs in her community. 
New Workforce and Succession Planning  Models
The new models are now online!
State of California Workforce Planning Model
State of California Succession Planning Model
CSI Updates
Recruiting CSI team is working on an employer of choice campaign.
Statewide training is making changes.  Previously training had about 2,800 training registrations and they’re almost currently at 10,000 registrations.
Leadership training has made some improvements and new standards.  The supervisory track has been completed and a management track will start soon.  The leadership team is proposing adding 40 hours to managerial training and 20 hours of CEA training. There will be more guidance on leadership training for rank and file positions and CEAs.
A competency based talent management system is currently being created by a CSI team.  You will be hearing more about competencies in the next few years.
Class consolidation is working on certain classes like IT and analyst series.  Ad Hoc meetings will provide additional communication on class consolidation.  The team will be working on a super analyst, so staff don’t have to go into management classes.
The workforce planning CSI team has completed their project.
Workforce Planning Director Meetings
If CalHR had all department plans we would be able create a statewide plan.  Since we don’t have most of the plans we decided to meet with departments and agencies to understand their workforce challenges.  We met with the executive level to understand the challenges that rise to top.
The Statewide Workforce Plan will report the findings from the director meetings and list all the challenges.
We met with 75 departments individually and 17 small departments in small facilitated session.
Overview of Director Meeting Results
Dedication to the mission was the greatest strength.
Pay is one of the greatest workforce challenges.
Lack of quality candidates and the hiring process were the recruiting issues.
Competencies: Communication, analytical thinking, and completed staff work
Workforce plans: 66 percent do not have a plan, 6 percent were not sure
The hurdles of creating a workforce plan are resources and daily operations. 
Departments want more simplified templates and tools for workforce planning.
Departments have empathy for CalHR, appreciate CalHR’s efforts, and asked that CalHR improve their communication.
Additional comments
For departments who are just starting off, CalHR recommends beginning with establishing a basic plan first, and building on its complexity from there. 
A survey will be sent out soon to ask departments what they are at in the planning process.  
Guest Speaker
CalHR Workforce Plan
Katie Hagen is the Deputy Director of Operations.
She has served as the Deputy Director of CalHR for one year and previously worked at CalPERS and CDCR.
Throughout her career, she created eight workforce plans.
Workforce planning depends on your organizations’ needs.  
Take the unknown out of the equation, so the job doesn’t seem immense.  Establish some guidelines for your workforce plan.
The plan may need to be split up in parts or sections to make the process easier.  Make a separate action plan from the plan, so it’s not overwhelming.
	The first thing you will need is leadership support.  
	Identify someone in leadership get their buy-in and it will help tremendously. 

The biggest lesson is when an obstacle gets too big take out the obstacle.
	Another obstacle is resources.  
Determine your departments WIIFM or the reason why your department needs a plan.  The plan can be useful later when resources are needed.  
Having a supporting document like the workforce plan is helpful when planning for the future.
The audience for the plan was the staff at CalHR.
Some data needed for the plan was missing, but the plan was still completed.  The department will work on the data missing in the future.
The first few steps Katie used:
Took the template home and started filling it out.  
	Made notes of where she needed data.  
	Called an executive staff meeting on workforce planning and planned on asking executives about their challenges.  It was difficult getting the executives started, but once they started talking about their challenges they identified the gaps.  What are the risks of not addressing the challenges?  Some felt everyone has these problems and how can we fix this.  CalHR’s executive team consists of 15 people.
	Once the challenges are identified, the next step was identifying the initiatives.
	Created a chart of all the challenges and listed some examples of initiatives for the executive team.  The action plan is where you list your initiatives and what challenges you will tackle.
	Sent out emails to certain staff and divisions for the remaining information needed to complete the plan.  
	Sent another email out to staff on edits and feedback.
Our department is currently working on creating a workforce plan for the State Personnel Board, which will be smaller than CalHR’s plan.
Additional comments
You can’t address all your problems, so use your own judgment on what you can accomplish in the plan.
Typically  a workforce plan is owned by the HR shop, but it should be owned by the leaders.  Some departments are different and smaller, so it could be different. 
You should tie the workforce plan to your strategic plan.  It’s possible to create a workforce plan if you don’t have a strategic plan.  It’s best to have a strategic plan so your department is mission focused.
Managers were not in the planning meeting, but they did give their feedback to create the plan.  Tried to keep the staff informed in meetings and asked for volunteers from all levels to join the steering committee.
CalHR is open to new ideas and that’s attractive to millenials.  The recruitment manual should help departments with recruitment efforts.
CalHR is developing a governance structure with the steering committee.  The five groups will report to the deputy director. The committee will set expectations and will give out assignments. 
The struggle is gaining leadership buy-in, so Katie recommends finding a leader in the department that you trust.  CalHR would be happy to meet with your department too.  You need to determine what will get their attention and how will this workforce help them.
“If you don’t write it down, it does not exist.”
Vision Casting
CalHR cllected valuable information from our workforce planning professionals that will allow our Unit to continue improving the direction and support we provide to departments.
My Role
Workforce planning professionals wear a multitude of hats within their departments, including but not limited to:
	Recruitment Coordinator
	Talent Management Director

Emergency Response Personnel Manager
Assistance Needed
While CalHR hopes to develop focused workshop and training opportunities in the future, the Online Toolkit can  provide some tools and resources for getting started.  Currently, workforce professionals face a variety of challenges, including the following:
	Developing a steering committee—guidance for this step is provided in Phase 1 of the Workforce Planning Model.

Workforce Planning data and analytics—guidance for this step is provided in Phase 2 of the Workforce Planning Model.
Implementing strategies—guidance for this step is provided in Phase 4 of the Workforce Planning Model.
Future Outlook
Departments continue to move toward their 2015-2016 workforce planning objectives using a different strategies and approaches:
	Meeting with each  major occupational series/group to review age profile, workforce gaps, challenges, issues and solutions.
	Developing a foundational level workforce and/or succession plan to refine later.
	Creating a strategic plan.

CalHR Resources
Workforce and Succession Planning
Statewide Workforce Planning
California Department of Human Resources
1515 S Street, North Building, Suite 500
Sacramento, California 95811-7258
Phone: 916.322.0742
Email: wfp@calhr.ca.gov 	
Workforce Planning Toolkit
Recruitment
Statewide Recruitment
California Department of Human Resources
1515 S Street, North Building, Suite 500
Sacramento, California 95811-7258
Brandon Littlejohn, Statewide Recruitment Coordinator
Phone: 916.324.9379
Email: state.recruit@calhr.ca.gov 	
Workforce Planning Toolkit
Networking: State Recruiters Roundtable 
CSI Recruitment: 
Contact: Jennifer Burkett
Project Manager
jennifer.burkett@doj.ca.gov  

