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A Message from the Director

! The Department of Community Services and Development
(CSD) is pleased to present its Workforce and Succession Plan
covering years 2023 through 2028. The plan establishes a path
for CSD to maintain a motivated, innovative, and highly skilled
workforce.

Workforce and succession planning are key business strategies
that help attract and develop the department’s human
resources in alignment with its strategic goals and
organizational mission.

The plan outlines strategies and actions to ensure the department recruits and retains
employees that possess the right combination of skills, abilities, qualities, and
experiences now and in the future. CSD relies on a knowledgeable, committed
workforce of skilled professionals to help improve the economic security of vulnerable
Californians through programs and partnerships that support the state’s diverse
communities. CSD’s ability to deliver services effectively in the future faces risks due to
factors such as projected retirements and key person dependency. With the departure
of experienced employees who possess institutional knowledge and perform vital roles,
CSD must implement a Workforce and Succession Plan that emphasizes employee
retention, professional development, career ladders, and expanded recruitment to
mitigate the impact of this talent loss and ensure long-term sustainability of the
department’s business functions and operations.

It is imperative that staff at all levels of the organization contribute to the identification
and analysis of what our organizational business needs are and the steps we must take
to prepare for future staffing needs. In the following document, we outline the current
state of the CSD workforce, identify knowledge and skill gaps and risks within the
workforce, and lay out our plan for mitigating these concerns.

We encourage your participation in the various initiatives in this plan. With your help, we
can collectively strengthen the CSD workforce, minimize potential risks related to
workforce shortages and skill gaps, and ensure we’re positioned organizationally to put
forth our best work in serving low-income individuals, families, and their communities.
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Introduction

The purpose of workforce and succession planning is to ensure our organization has an
adequate supply of people with the skills, knowledge, and experience required to
achieve our strategic objectives efficiently and effectively in the short and long term.

As a small department, CSD must employ succession planning strategies that are
realistic and sustainable. Such strategies require flexible approaches to developing
leadership and job-specific competencies. The workforce and succession plan allows
CSD to identify, assess, and develop employees to ensure leadership continuity and
assist in hiring, developing, and retaining key talent.

The workforce and succession plan has been developed to guide and support CSD
leaders in identifying critical positions, selecting the key competencies and skills
necessary for business continuity, focusing on the development of individuals to meet
future business needs, and safeguarding against the departure of critical institutional
knowledge.

The plan will enable CSD to take a proactive approach to ensure that the department
has the right talent to achieve its vision that “Low-income Californians can meet their
basic needs, achieve economic independence, and thrive in their communities.”

Strategic Direction

Our mission tells us why we exist, our vision describes where we are going, and our
core values define how we interact with each other along the way.

Mission

To improve the economic security of vulnerable Californians through programs and
partnerships that support the State’s diverse communities.

Vision

Low-income Californians can meet their basic needs, achieve economic independence,
and thrive in their communities.
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Core Values

Our Core Values define how we will interact with each other, our partners, and the
public.

Compassion: We serve our clients, partners, and each other through person-centered
work guided by empathy, dignity, and respect.

Equity: We recognize the diverse experiences of those we serve and of each other. We
embed equity and inclusion into our policies, practices, and organization and strive to
ensure that our programs lift up the most disadvantaged members of our society.

Excellence: We deliver meaningful and measurable improvements to the lives of the
Californians we serve. We continuously embrace new challenges by problem-solving as
a team and with our partners to improve the effectiveness and efficiency of our
organization and our programs.

Integrity: We hold ourselves accountable as individuals and as an organization. We
consistently meet our commitments, communicate clearly, and act transparently to
maintain the trust of the public and our partners.

Teamwork: We work towards a shared vision by collaborating with a diverse network of
internal and external partners. As an organization, we celebrate our successes and
learn from our mistakes. We challenge and support each other by being open-minded
critical thinkers and problem-solvers.
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Strategic Map

Community
Focused
Delivery

Innovation &
Continous
Improvement

Productive
Partnerships

Organizational
Excellence

Strategic
Investments

CSD'’s workforce and succession plan supports the following strategic plan goals:

¢ Community-focused delivery: Strengthen CSD’s culture to build a thriving
workforce that lives our values, serves our mission, and advances our vision.

¢ Productive partnerships: Strengthen existing partnerships and expand on new
ones to execute our programs more effectively, expand our programs and
develop partnerships for a broader reach to achieve our vision.

¢ Strategic investments: Work together and with our partners to use
governmental resources wisely.

o Organizational excellence: Cultivate a positive attitude among our workforce to
embrace new challenges by problem-solving as a team to improve the
effectiveness and efficiency of our organization and our programs.

¢ Innovation and continuous improvement: Develop our workforce to improve
current knowledge, skills, and abilities, and plan for future business needs.

Initiatives in the workforce and succession plan support the development of CSD'’s staff
through recruitment, retention, and knowledge transfer to ensure we retain staff through
succession planning and other professional development efforts.
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Environmental Factors

External environmental factors that continuously and uniquely affect CSD include:
e \olatility of funding, such as:
o Unpredictability in federal program grants year over year.

o Operational budget constraints including limited support from the State
General Fund.

e Changes in California’s demographics, such as:
o Immigration and documented status of California residents.
o Anincrease in cultural diversity.

o An aging population that affects the need for services and the available
workforce.

¢ Recruitment and retention challenges, such as:
o An inability to find or retain viable candidates due to pay, experience, or
promotional advancement.
o The complexity of the state hiring process.

o The desire to seek full-time remote employment by external candidates
and current employees.

Internal environmental factors that continuously effect CSD include:

e New technology, data, and automation create opportunities and challenges that
impact the workforce, such as:
o Inefficiencies created due to user errors or a lack of familiarity with newly
implemented systems.

o Unanticipated impacts of new systems, causing functional inefficiencies or
undesired outcomes.

e Current organizational structure challenges, such as:
o Key person dependencies.
= Staff experts are heavily relied upon to perform specific functions or
for institutional knowledge without backup staff to assist in
unexpected absences or upon departure from the organization.

¢ Retirement impacts over the next decade, such as:

o Loss of institutional knowledge when employees in mission-critical
positions leave.

o Challenges of attracting and retaining talent.
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Methodology

CSD'’s Strategic Plan describes the department’s long-term vision and the scope of our
mission and establishes ongoing realistic objectives to achieve our vision.

Workforce Plan

The workforce plan was developed to ensure we have the right workforce for our
mission and vision.

As the Workforce Plan is implemented within CSD, the communication plan outlined in
Appendix A (Communication Plan) will help facilitate workforce efforts in the coming
years and ensure all responsible parties are identified and appropriately trained for full
implementation of the plan.

Previously, CSD had a separate Succession Plan and the efforts outlined in it have
been implemented. As succession planning is an important subset of workforce
planning, we have combined both documents into one comprehensive plan for
consistency and transparency.

Succession Planning

The succession plan will define the core skills and competencies required to move CSD
forward. Through both the Strategic Plan and the Workforce and Succession Plan, CSD
can ensure operational continuity and the retention of a diverse and skilled workforce
through strategic talent development.

CSD’s Succession Plan is built on five guiding principles:

1. Developing the Executive and senior staff pipeline:

a. The target candidate pool is individuals in classifications with the highest
advancement potential to the executive and senior levels. Emphasis will
be placed on developing strategies to close skill gaps and strengthen
leadership competencies.

2. Preparing managers and associate analysts for leadership responsibilities.

3. Using CSD’s Core Values of Compassion, Equity, Excellence, Integrity, and
Teamwork to guide leadership development.

4. Focusing on Core Competencies:

a. The California Health and Human Services Agency (CalHHS) identified
Personal Leadership Focus, Communication Focus, Teamwork Focus,
Knowledge Base Focus, Decision Making Focus, and Customer Focus as
core leadership competencies. A focus on these competencies will
contribute to the overall success of the leadership team and the
department.
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5. Developing CSD’s Leaders: CSD will address the development of its first-line
leaders.

Workforce Overview

CSD is a small department with approximately 113 permanent staff. This organization is
comprised of six Divisions: Executive, Legal, Legislative and Public Affairs,
Administrative Services, Community Services Block Grant (CSBG), and Energy and
Environmental Services.

The CSD organizational chart can be found in Appendix B (Organizational Chart).

CSD’s Leadership Pipeline

CSD'’s leadership pipeline is comprised of 28 people, consisting of level | managers and
equivalent positions up to Career Executive Assignments (CEAs), with one Director and
one Chief Deputy Director leading the department. There are two exempt positions in
the leadership pipeline (Director and Chief Deputy Director).

Table 1: Leadership Pipeline Classifications and Number of Positions

Classification Number of Positions with Positions
Positions Staff with No Staff

CEA and Exempt 4 4 0
Attorney IV 1 0 1
Attorney Il 2 0 2
SSM I 3 2 1
SSM II* 5 4 -
SSM I* 13 11

Total 27 0 3

The asterisk (*) refers to classifications with equivalent positions.

Demographic Overview

Ethnicity and Gender

CSD has a strong mix of employees representing various ethnicities and genders.
Although each employee has their own influences, traits, and values, generational data
can be used to gain a high-level perspective for understanding the differences between
generational groups and why communication and learning barriers may exist.
Demographic differences are advantageous to our organization because they present

9
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different approaches to how we view and approach the work we do. Greater diversity
and an inclusive work culture lead to more innovative solutions to challenges, greater
efficiency, and happier, healthier, more productive, and more engaged employees.

CSD is comprised of 58.8 percent women and 41.2 percent men. Our overall ethnic
composition is 41.2 percent Caucasian, 14.9 percent Hispanic, 19.3 percent Asian, and
14.9 percent African American. While Pacific Islander, Native American, and “Other”
make up around 14.9 percent of our workforce. Listed below is a comparison of CSD’s
ethnicity and gender statistics compared to statewide civil service data.

Statewide Total
Demographic CSD Total Percentage Percentage

Women 58.8% 46.2%
Men 41.2% 53.8%
Caucasian 41.2% 36.7%
Hispanic 14.9% 26.0%
Asian 19.3% 18.2%
African American 14.9% 8.1%
Other/Multiple Race 14.0% 9.5%
Pacific Islander 0.9% 0.9%
Native American or 0% 0.6%
Alaska Native

Veteran 3.5% 4.6%
Disabilities 15.8% 7.1%

Disability Employee Representation

CSD’s representation for people with disabilities is 15.8 percent department-wide. The
statewide workforce representation for people with disabilities is 7.1 percent. Although
CSD'’s representation is above statewide representation, we will continue to seek ways
to focus on disability awareness and embrace persons with disabilities within our
workforce. CSD aims to ensure equal opportunity in the job application, examination,
and hiring processes that will enable all qualified applicants with a disability to equally
participate in recruitment opportunities and gain employment with the department.

CSD is proud to host an active internal Disability Advisory Committee (DAC) which
conducts meetings on a quarterly basis. In addition, CSD is active with the State
Disability Advisory Council (SDAC) which also meets quarterly to discuss ideas for
improving the representation of state employees with disabilities by proposing solutions

10
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to reasonable accommodation challenges, providing training and disability issues, and
providing information on how to establish and maintain an effective DAC.

Age Demographics

The average age of CSD employees is 55 years of age. Currently, approximately 20.17
percent of the CSD workforce is at retirement eligibility age (55 and above), and another
18.4 percent are eligible for retirement within five years (ages 49 to 54). Over the last
several years, the overall average age of the CSD workforce has been getting younger,
which is expected given the number of staff retiring. This multi-generational and
increasingly diverse workforce offers both opportunities and challenges. More seasoned
staff carry a wealth of institutional knowledge which is essential for high performance.
Less seasoned staff bring in new ideas and a natural aptitude for technology, which is
equally important.

The CSD Employee by Age Group graph in Appendix C (Generations) displays the
various generations within different levels of staff and identifies areas with a higher risk
of knowledge loss due to approaching retirements.

Retirement Eligibility

As indicated above, a large percentage of the CSD workforce is nearing retirement.
Current data indicates 5.26 percent of the CSD workforce in leadership roles are eligible
to retire immediately, in addition to 14.9 percent of rank-and-file staff.

Tenure and experience are an asset to CSD; however, the percentage of employees
approaching retirement poses a risk, since employees with a wealth of historical
knowledge can be difficult to replace.

The CSD Employees Eligible for Retirement table located in Appendix D (Retirements)
displays retirement information by classification level.

The table below contains a snapshot of the CSD workforce demographics by age. The
information displayed at the occupational employee levels of Executive, Senior
Management, Managers/Supervisors, and Rank-and-File. It includes the total number of
employees, the average age for employees, the number of employees eligible to retire
(55 or older), and the number of employees eligible for retirement within five years. The
data reflects positions filled on a permanent basis as of July 2024.

11
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Classification Title Number of | Average | Retirement | W/5 Years
Employees Age Eligibility Retirement
(55+) Eligibility
(49-54)
Executive
Attorney IV 1 37 * *
Attorney llI 2 46 * 1
Career Executive Assignment 2 44 * 1
(C.EA)
Information Officer C.E.A. 1l 1 48 * 8
Senior Management
Information Technology 1 52 * 1
Manager lI
Staff Services Manager |l 3 46 * *
Managers/Supervisors
Accounting Administrator Il 1 37 * *
Accounting Administrator | 2 42 * 1
(Supervisor)
Information Technology 1 38 * *
Supervisor |l
Information Technology 1 50 * *
Manager |
Staff Management Auditor 1 50 * 1
Staff Services Manager | 10 49 * 3
Staff Services Manager |l 5 52 * 1
(Supervisory)
Supervising Program 1 55 * *
Technician Il
Rank and File
Accountant | (Specialist) 3 37 1 *
Accountant Trainee 1 29 * *
Accounting Administrator | 1 32 * *
(Specialist)
Accounting Officer 2 55 1 *
(Specialist)
Accounting Analyst 1 42 * *
Associate Governmental 31 43 7 5
Program Analyst
Associate Management 3 46 * 1
Auditor

12
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Classification Title Number of | Average | Retirement | W/5 Years
Employees Age Eligibility Retirement
(55+) Eligibility
(49-54)
Associate Personnel 4 34 * *
Analyst
Information Technology 4 30 * *
Associate
Information Technology 10 49 3 1
Specialist |
Information Technology 3 48 * 1
Specialist Il
Management Services 1 53 * 1
Technician
Program Technician 5 41 1
Program Technician Il 2 63 1 *
Supervising Program 1 60 * *
Technician I
Research Data Analyst Il 2 45 * 1
Research Data Specialist | 1 46 1 *
Research Data Specialist Il 1 52 * *
Senior Accounting Officer 2 52 * *
(Specialist)
Staff Services Analyst 6 42 * *
Student Assistant 2 23 * *

The asterisk (*) refers to classifications with three or less employees.

Separation Trends and Forecast

Separation rates for years 2022 and 2023 were analyzed. Results show 24 separations
in 2022 and 19 separations in 2023, which means 14 percent of the CSD workforce
separated over the last two years. The CSD Separation Trend 2022-2023 chart located
in Appendix E (Separation Trends) shows employees who left state service, retired,
transferred, or promoted to another state agency. The separation forecast for 2022 and
2023 was also analyzed and indicates there will be a slightly higher separation rate over
the next couple of years. Separations include retirements, leaving state service,
transfers, and promotions to other departments.

13
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Bench Strength Challenges

CSD Executive staff identified a lack of bench strength due to limited staffing in key
roles as a workforce risk at several levels within the organization. Throughout the
organization there are several program experts with specialized skill sets who are only
experts within their respective program. If they separate from CSD, either temporarily or
permanently, historic institutional knowledge will be lost without a knowledge transfer
plan.

Competencies

Competencies are defined as the knowledge, skills, and behaviors needed for
individuals to succeed on the job. The following CSD core competencies were adopted
from the California Department of Human Resources (CalHR) and determined by
leadership as necessary for all CSD staff for the organization to meets its mission.

Adaptability

Adapts well to changes in assignments and priorities. Adapts behavior or work methods
in response to new information, changing conditions, or unexpected obstacles.
Approaches change positively and adjust behavior accordingly.

Collaboration

Develops, maintains, and strengthens relationships while working together to achieve
results.

Communication
Listens, writes, and presents ideas, opinions, and information in diverse situations.

Customer Engagement

Creates a connection with internal and external customers through positive experiences
and exceptional service in response to current and future needs.

Digital Fluency

Uses technology effectively in the performance of one’s job. Includes the integration and

acceptance of new technology when appropriate.

Ethics and Integrity
Treats others with respect and takes responsibility.

Fostering Diversity

14
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Works effectively in an inclusive workplace where individual differences and
perspectives are respected and leveraged to achieve organizational goals.

Innovative Mindset

Demonstrates curiosity, develops new insights, considers creative approaches, and
applies novel solutions.

Interpersonal Skills

Interacts positively with courtesy, sensitivity, and respect with a variety of individuals and
makes every effort to understand and relate to others.

Resilience

Overcomes challenges, does the job, and remains optimistic under pressure and
adversity.

CSD Initiatives

CSD Succession Planning Initiatives — Enterprise-Wide

The goal of the Succession Plan is to have strategies in place that assist CSD in
identifying future staffing needs and the staff possessing the skills and potential to
perform in these future roles. To that end, a phased approach will be used to implement
succession planning initiatives.

CSD will undertake two phases of Succession Planning:

1. Identify key leadership skills that will help CSD achieve its vision, mission, and
strategic goals while modeling the values that enable success. CSD leadership
staff will identify gaps and develop strategies for building future leaders through
training and development and sound hiring practices.

2. ldentify the key technical skills that will help CSD achieve its vision, mission, and
strategic goals. The plan will identify the current and future skills required, any
current gaps, and develop strategies to address those gaps through training and
development, retention, and sound hiring practices.

Staff to Leadership Bridging

Every role at CSD contributes to the department’s ongoing success. As such, CSD

recognizes entry-level staff as the next generation of leaders. The department provides

entry-level staff the opportunity to learn the core and leadership skills required to

effectively lead a team, develop programs and initiatives by collaborating with others,
15
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and solve problems. In addition to the professional benefits to employees, CSD can
expect to increase retention, enhance recruitment, and maintain leadership continuity
as workforce demographics change.

Leaders as Supervisors

CSD'’s supervisors provide day-to-day operational support and serve as the first level of
leadership. Establishing strong leadership competencies across CSD’s supervisory
team is critical to providing a quality work environment and excellent customer service.

Leaders as Managers

CSD’s managers facilitate the execution of the department’s mission and vision by
leading and delivering results. Managers collaborate with one another and staff to carry
out organizational initiatives and have an increased level of accountability and
responsibility for the quality and productivity of their teams. Managers are responsible
for fostering employee engagement and a positive professional workplace culture.

Leaders as Executives

CSD’s Executive Team is responsible for creating and executing CSD’s vision, mission,
and strategic objectives. Additionally, the Executive Team is responsible for fostering an
inclusive and engaged workforce that adheres to CSD’s core values. Executives
demonstrate the highest level of proficiency in leadership competencies and serve as
role models within CSD while exercising enterprise-wide collaboration and engagement
with external stakeholders. CSD’s Executive Team is committed to supporting,
mentoring, and coaching the next generation of CSD leaders.

Workforce and Succession Gap Analysis

Recruitment Gaps and Risks
Recruitment gaps resulting from current workforce challenges include:

¢ Difficulty recruiting for positions that require special skill sets, knowledge, and
educational requirements (i.e., Information Technology and Accounting).

¢ Internal delays in the hiring process that result in a loss of candidates.
The risk of not addressing these challenges is that CSD may not be able to attract and

hire talented, qualified candidates to provide quality services to low-income
Californians.

16
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Retention Gaps and Risks
Retention gaps resulting from current workforce challenges include:

e Turnover challenges due to recent separations. (Refer to Appendix E: Separation
Trends)

Retention is important for CSD’s success. The risk of not addressing these challenges
may cause issues with CSD retaining employees with unique skills or a wealth of
knowledge who provide stability to our organization.

Professional Development Gaps and Risks

Professional gaps resulting from current workforce challenges include:

e The current workforce lacks organizational skills and capabilities, such as
leadership skills.

Knowledge Transfer Gaps and Risks
Knowledge transfer gaps resulting from current workforce challenges include:

e Loss of explicit knowledge when business processes and desk manuals are not
updated.

e Loss of tacit and institutional knowledge when opportunities to share experiences
through relationships, such as mentoring and coaching are not available at all
levels of the organization.

A large portion of the CSD workforce is composed of the Baby Boomer and Generation
X population, which reinforces the need for significant knowledge transfer and
professional development. CSD has a high risk of knowledge loss due to impending
retirements.

Succession Gap Analysis
Leadership skill gaps will be identified through a process of self-assessment and
manager assessment against the CalHHS Leadership Competencies. The CalHHS

Competencies encourage the participant and manager to describe their current skill
level and specific gaps to achieve the desired skill level.

17
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Program Overview

CSD will create and implement a Leadership Development Plan to prepare leaders for
handling leadership responsibilities. The Leadership Development Plan will be a
program that supports CSD’s succession planning efforts. The Leadership Development
Plan will also offer current CSD staff an avenue to develop leadership skills to equip
them to take on leadership roles within the department. By operationalizing processes
to assess, identify, develop, source, and deploy management and leadership resources,
the Leadership Development Plan will help employees apply new skills to their day-to-
day work. To effectively meet CSD’s strategic goals, the Leadership Development Plan
ensures that we have the right talent with the right skills at the right time. Additionally,
CSD will begin exploring the steps to develop a mentorship and job shadowing
program. As part of this initiative, CSD will be conducting research and consulting with
other departments to determine the next steps and ensure effective implementation.

Leadership Positions

CSD Executive and Senior Staff are the positions identified as the most critical in
supporting CSD’s Director and Chief Deputy Director. As a result, CSD will address the
organizational levels of its Executive support staff for the first phase of leadership

development, which includes approximately 31 positions.

Table 2. Programs/Divisions and Leadership Positions

Program/Division

Working Title

Classification

Legal Office

Chief Counsel

Attorney IV

Legislative and Public
Affairs

Deputy Director,
Legislative and Public
Affairs

Information Officer IlI

Legislative and Public
Affairs

Unit Manager

Staff Services Manager |

Executive

Deputy Director of
Administrative Services

C.EAA

Financial Services

Chief Financial Officer

Staff Services Manager |

Human Resources

Branch Chief & Equal
Employment Opportunity
Officer

Staff Services Manager |l

Human Resources

Personnel Officer

Staff Services Manager |

18
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Program/Division Working Title Classification
Human Resources Staff Services Manager | Staff Services Manager |
(Specialist)

Information Technology

Chief Information Officer

Information Technology
Manager I

Information Technology

Section Manager

Information Technology
Manager |

Information Technology

Information Security
Officer

Information Technology
Supervisor |l

Financial Services

Section Manager

Accounting Administrator Il

Financial Services

Unit Manager

Accounting Administrator |
(Supervisory)

Financial Services

Unit Manager

Accounting Administrator |
(Supervisory)

Financial Services

Accounting Administrator |
(Specialist)

Accounting Administrator |
(Specialist)

Procurement, Budget &
Facility Management

Section Manager

Staff Services Manager |l

Budget & Facility
Management

Unit Manager

Staff Services Manager |

Procurement Services

Unit Manager

Staff Services Manager |

Audit Services

Section Manager

Staff Management Auditor

Community Services

Branch Chief

Staff Services Manager |l

Program Development &
Reporting

Unit Manager

Staff Services Manager |

Field Operations

Unit Manager

Staff Services Manager |

Executive

Deputy Director of
Programs

CEA.B

Energy and Environmental
Services

Branch Chief

Staff Services Manager |

Energy and Environmental
Services

Section Manager

Staff Services Manager |l

Energy and Environmental
Services

Section Manager

Staff Services Manager |l

Consumer Provider
Assistance

Unit Manager

Staff Services Manager |

Field & Weatherization
Services

Unit Manager

Staff Services Manager |

Weatherization Technical
Support

Unit Manager

Staff Services Manager |

19
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Program/Division Working Title Classification
Weatherization Technical Unit Manager Staff Services Manager |
Support
Climate Investment Unit Manager Staff Services Manager |

Table 3. Gender and Classifications

Gender #C.E.A.A #C.E.A.B Exempt

Men 1

Women 1 1

Table 4. Competencies

CSD has elected to use the CalHR Leadership Competencies as a critical baseline for
the department’s leadership pipeline, strategic goals, and mission.

Leadership Competencies
Business Acumen
Inspirational Leadership
Results-Oriented
Stewardship

Talent Management

Vision & Strategic Thinking

Candidate Pool

In the first phase of the Leadership Development Plan, CSD will address the
organizational levels of its Executive support staff.

In the second phase, CSD will inventory key technical skills across the department to
identify high-risk knowledge and skill areas. These knowledge and skills area will be
prioritized with emphasis on the identification of depth and breadth goals for each. A
gap analysis will be performed, and initiatives will be identified to address the gaps.

In the third phase, CSD will offer entry-level and journey-level staff the opportunity to
develop leadership competencies and technical skills that will benefit the entire
department by growing skills to lead teams, develop programs and initiatives,
collaborate with others, and solve problems.

20
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Minimum Qualifications

To participate in the Leadership Development Plan, all staff must maintain a satisfactory
level of performance in their current position. Any staff with current performance issues
or concerns will not be eligible to participate in the program. Additionally, staff must
receive their direct supervisor’s approval to participate in the program.

Application and Selection Process

There will not be an application or selection process for Phase One and Two of the
Leadership Development Plan. All Executive support staff will be invited to participate.

There will be an application process for Phase Three of the Leadership Development
Plan. Any interested employee that meets the minimum qualifications indicated above
may apply by submitting a letter of interest to their supervisor. The employee’s direct
supervisor will review the letter of interest and the employee’s current job performance
and approve or deny the request into the Leadership Development Plan. By applying
and submitting a letter of interest, staff are committing to full engagement in the
program.

Leadership Development Plan

All Executive support staff will be invited to participate in the following aspects of the
Leadership Development Plan:

1. Self-Evaluation: Participants will complete a self-evaluation to identify strengths
and current opportunities to develop CalHR Leadership Competencies.

2. Manager Evaluation: The participant’s direct manager and second level
manager will complete an evaluation of each participant based on the CalHR
Leadership Competencies.

3. Development Plan: Participants will draft a detailed development plan with a
timeline and Specific, Measurable, Achievable, Relevant, Time-Bound (SMART)
goals based on their self-evaluation and feedback received from their manager.
Each participant will meet with their manager to revise and finalize their
development plan and agree to a timeline for their development activities and
measures for success.

4. Continuous Improvement: Quarterly development meetings will be scheduled
for participants and their managers to check progress against goals, timelines,
and measurements, as well as to identify ongoing development goals and
opportunities.

CSD will continuously assess its leadership pipeline needs and determine additional
positions or classifications to build into the Leadership Development Plan.
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Note: This Leadership Development Plan is for the purpose of professional
development opportunities to prepare CSD to meet the challenges of the future. It is
neither a performance evaluation nor a disciplinary tool.

Components

Components of the Leadership Development Plan may include but are not limited to the
following activities:

e Formal education and training (e.g., CalHR California Leadership Academy,
CalHHS Leadership Development Program).

e Assessments (e.g., 360 assessments, Myers-Briggs Type Indicator (MBTI);
Dominance, Influence, Steadiness, Conscientiousness (DISC) Profile;
Leadership Practices Inventory (LPI), etc.).

e Formal mentoring or coaching.

e Professional development resources (e.g., books, Skillsoft, videos, etc.).

e On-the-Job training.

Workforce Planning Initiatives

Based on the identified issues, gaps, and risks, CSD will implement or expand on the
following initiatives to meet current and future workforce needs. Activities associated
with the initiatives will be carried out during the term of the plan.

Recruitment Initiatives

To attract a diverse and capable workforce, CSD will adjust to the emerging trends for
finding and hiring qualified candidates by:

e Utilizing different online platforms to advertise vacancies.
e Developing and providing training and education around best practices for
recruitment and hiring to managers.

Retention Initiatives

Retention is the least costly way to manage workforce that has already been recruited,
developed, and engaged. If seasoned employees with institutional knowledge leave,
there will be gaps to fill critical positions. To retain employees, CSD will:

e Expand on the Employee Recognition Program to include Superior and
Sustained Superior Accomplishment Awards.
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e Develop a Training Plan for all CSD employees.

e Develop an Onboarding Program.

e Develop and provide a New Employee Orientation quarterly.

e Continue to provide the Employee Engagement Survey every two years.

Professional Development Initiatives

It is important to foster an atmosphere of growth where employees can recognize the
opportunities for gain and advancement that exist within our organization. To do this,
CSD will continue to partner with Sacramento State College of Continuing Education to
provide the following development opportunities:

e Leadership for the Government Supervisor
e Leadership for the Government Manager
e Leadership for the Government Executive

Knowledge Transfer Initiatives

Knowledge transfer will be a key resource and differentiator for CSD. It will create
extraordinary value for our organization while helping capture and transfer expertise to
develop our current workforce and ensure knowledge is retained. To do this, CSD will:

e Document and optimize business processes throughout all program areas.

¢ Identify knowledge needs, evaluate knowledge gaps, and assess staff’s current
knowledge areas.

e Develop workshops and/or trainings and documentation to assist with knowledge
transfer.

e Set a timeline for knowledge transfer activities with subject matter experts and
less seasoned staff.

Conclusion

CSD is a diverse and dedicated organization that strives to “improve the economic
security of vulnerable Californians through programs and partnerships that support the
state’s diverse communities.” We value our highly skilled workforce, who performs at a
high level and works diligently to provide the best solutions to our stakeholders. As we
look into the future and through the focus of this workforce and succession plan, we will
be able to recruit new talent and retain the skilled, knowledgeable, and passionate
employees we currently have now and in the future.
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As CSD moves forward to empower staff to become future leaders and provide valuable
insight into furthering the department’s mission, the importance of continuous
development of leadership and technical skillsets cannot be overstated. This plan gives
CSD a program to identify needs, gaps, individual development plans, and timelines to
monitor success.

CSD will annually review and re-evaluate the Workforce and Succession Plan to ensure
current initiatives are ongoing and any changes that impact the workforce (i.e.,
environmental, economic, etc.) are reflected.

Appendices

Appendix A: Communication Plan

Appendix B: Organizational Chart

Appendix C: Employee by Age Group
Appendix D: Employees Eligible for Retirement
Appendix E: Separation Trends

Appendix F: Action Plan
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Appendix A: Communication Plan

The CSD Workforce and Succession Plan will be shared with CSD employees. The plan
will be reviewed at monthly meetings and all managers and supervisors will be tasked
with discussing the plan with their respective units at their next scheduled staff
meetings. This approach ensures effective information sharing, timely dissemination of
critical updates, and provides an opportunity for questions to be addressed.

Responsible Strateqy Audience and Target Additional
Person(s) How will the Purpose Date(s) Training
Who is information be Who is the When will it | Required
Responsible? | communicated? | intended be (yes/no)
What modalities audience? completed?
will be used? What is the
desired
outcome for the
intended
audience?
Director The Director will Executive staff Ongoing No
support will be made
communication of | aware of the
the plan at challenges
Executive facing CSD and
meetings. the steps
needed to work
towards
overcoming
those
challenges.
Deputy Director, | The Administrative | Employees will 11/05/24 No
Administrative | Services Deputy be presented
Services Director will with an overview
communicate the of the plan and
plan to staff at All its purpose.
Staff Meetings.
Deputy Director, | The Deputy Program 02/03/25 No
Programs Director will managers and
Division communicate and | supervisors will
support the plan be responsible
with respective for the
division program development
managers and and

25



Docusign Envelope ID: 7CBD595B-01C4-456D-9284-FBFBCF4FC631

Responsible
Person(s)
Who is
Responsible?

Strateqy

How will the
information be
communicated?
What modalities
will be used?

Audience and
Purpose

Who is the
intended
audience?
What is the
desired
outcome for the
intended
audience?

Target
Date(s)
When will it
be
completed?

Additional
Training
Required
(yes/no)

participate in the
Workforce Plan
initiatives.

assist managers
and supervisors
in working
towards
reaching the

supervisors at implementation

meetings and via of specific

email. initiatives.
Branch Chief, The Branch Chief | Executive staff Ongoing No
Human will be responsible | will stay
Resources for the oversight of | informed on the

development and status of each

implementation of | initiative to

initiatives and monitor

status updates at implementation

Executive of activities.

Leadership

meetings.
Managers and Program managers | Employees will Ongoing No
Supervisors and supervisors have the

will be responsible | opportunity to

for communicating | participate in the

the plan to development

employees and and

demonstrating how | implementation

the plan connects | of initiatives

to the strategic through a

plan. This will be partnership with

accomplished at managers and

meetings and via Human

email. Resources.
Employees Employees will Employees will Ongoing Yes
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Responsible
Person(s)
Who is
Responsible?

Strategy

How will the
information be
communicated?
What modalities
will be used?

Audience and
Purpose

Who is the
intended
audience?
What is the
desired
outcome for the
intended
audience?

goals outlined in
the plan.

Target
Date(s)
When will it
be
completed?

Additional
Training
Required
(yes/no)
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Appendix B: Organizational Chart
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Appendix C: Employee by Age Group

CSD Employees by Age Group
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Appendix D: Employees Eligible for Retirement

Total Average CSTIEED Retirement wIin5_Years

Class Title Numberof Average =\, herof Retirement oS Of  “Eiginility Of Retirement

Empl A : Service at gIvIILY  Ejigibility (49-

ployees ge Retirements Age ; (55+) 9 Y
Retirement 54)

Accountant | 4449 1 29 * 59 23 * *
Trainee
Accountant |
(Specialist) 4177 3 37 * 56 20.2 1 *
Accounting
Administrator
| (Supervisor) | 4549 2 46 * 59 24.6 * 1
Accounting
Administrator
| (Specialist) 4552 1 32 * 58 31.6 * *
Senior
Accounting
Officer
(Specialist) 4567 0 * * * 29.9 * *
Accounting
Officer
(Specialist) 4546 2 55 * 65 20.5 1 *
Accounting
Analyst 4582 1 42 * 59 26.8 * *
Associate
Governmenta
| Program
Analyst 5393 31 43 * 59 23.6 7 5
Associate
Management
Auditor 4159 3 46 * 60 27.5 * 1
Associate
Personnel
Analyst 5142 4 34 * 57 25.2 * *
Attorney llI 5795 2 46 * 61 15.6 * 1
C.EA 7500 2 44 * 58 28.5 * 1
Information
Technology
Associate 1401 4 30 * 59 21 * *
Information
Technology
Specialist | 1402 10 49 1 56 24 3 1
Information
Technology
Specialist |l 1414 3 48 * 59 24 * 1
Information
Technology
Supervisor |l 1404 1 38 * 60 20 * *
Information
Technology
Manager Il 1406 1 52 * 63 24 * *
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Information
Officer Il
C.E.A. 5597 1 48 * 59 18.3

Management
Services
Technician 5278 1 53 * 58 21

Program
Technician 9927 5 41 * 60 18.2

Program
Technician I 9928 2 63 * 62 22.6

Research
Data Analyst
1] 5731 2 45 * 60 19.8

Research
Specialist Il 5758 1 52 * 63 24

Research
Specialist | 5742 1 46 * 61 24

Student
Assistant 4870 2 23 o * *

Staff
Services
Analyst 5157 6 42 * 59 20.8

Staff
Management
Auditor 4160 1 50 * 61 12.2

Staff
Services
Manager | 4800 10 49 * 58 29

Staff
Services
Manager I
(Supervisory) | 4801 5 52 * 58 28

Staff
Services
Manager I 4802 3 46 * 56 29

Supervising
Program
Technician Il 9925 1 55 * 59 27
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Appendix E: Separation Trends

CSD Separation Trend 2022-2023

12

10

. ] BN .

2022 2023

m Transfers M Left State Service ® Promotion M Retirement M Involuntary Separation M Health/Disability/Family

Lizljs Involunta -l Total
Year Transfers State Promotion Retirement ary Disability/ .
. Separation . Separations
Service Family
2022 11 3 9 1 0 0 24
2023 9 1 7 1 1 0 19
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Initiative

Responsi
ble

Performance
Indicators

Due Date

Strategic Alignment

Person

Foster a team Retention All Ongoing Organizational
culture in a Divisions/ Excellence
hybrid Units
environment.
Expand on the Retention Human Utilizing December Organizational
Employee Resources CalHR’s 2024 Excellence
Recognition resources on
Program to their website
include the to document
Superior and clear and
Sustained accurate
Superior procedures.
Accomplishment
Awards
Develop and Recruitment  Human Update the January Organizational
provide training Resources hiring process 2025 Excellence
to managers and and develop a
supervisors on training
the State hiring curriculum for
process managers and
supervisors.
Develop an Retention Human Develop an February @ Strategic Investment
Onboarding Resources  onboarding 2025
process process for
new CSD
employees.
Leadership for Professional  Human Measure Ongoing Strategic Investment
the Government Development Resources percentage of
Supervisor/Mana employees
ger/ Executive that attend the
program,
including
satisfaction
measures.
New Employee Recruitment | Human Measure Quarterly | Organizational
Orientation Retention Resources  percentage of Excellence
Training employees
satisfied with
training.
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Document and
optimize
business
process to
elimination
redundancies,
streamline
workflows and
improve
communication

Develop and
update Human
Resources
policies and
procedures
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Three to Five Year Initiatives

Knowledge
Transfer

Knowledge
Transfer

All
Divisions

Human
Resources

Identify and
prioritize
business
processes that
need
development
or updates.
Percentage of
processes
where
completion
falls negative
or positive of
the estimated
completion.
Identify and
prioitize
policies and
procedures
that need
development
or updates.
Percentage of
policies and
procedures
where
completion
falls positive
or negative of
the estimated
completion.
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DIRECTOR APPROVAL

@mm (MW(U? 9/20/2024
JASON WIMBLEY Date
Director

Department of Community Services & Development

Contact

Department of Community Services and Development

Program Coordinator: Jamie Mendez, Staff Services Manager | (Specialist)
Email: Jamie.Mendez@csd.ca.gov

Phone: (916) 576-0937
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