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A MESSAGE FROM THE DIRECTOR

It is with great pleasure that we introduce the 2024-2029 Workforce and Succession Plan for
the Department of Cannabis Control (DCC). This is the first plan for DCC and was developed to
closely align with the recently approved DCC Strategic Plan. Workforce and succession plans
are a tool or guide used to ensure DCC’s workforce management efforts can continuously
support our business needs and goals.

During the strategic plan development process, employees at all levels of the organization,
guided by DCC’s mission and vision, developed strategic priorities. Each of these priorities
requires a talented, professional, and highly-skilled workforce. Therefore, in order for us to
successfully fulfill our mission and achieve our goals and objectives, we must work diligently to
attract, recruit, develop, promote, and retain an effective and diverse team of employees
dedicated to ensuring California has a safe, sustainable, and equitable cannabis market that
serves as an example for the world.

Within this plan, we describe the current state of DCC’s workforce, identify staffing and any key
position competency gaps and the risks they present, and outline the strategies and action
plans to mitigate these concerns. DCC plays a unique role in state government by advancing
and facilitating a well-regulated legal cannabis market. This plan articulates the blueprint for
sustainability that will help replenish and develop DCC’s workforce so we can continue to serve
our mission.

Thank you for your interest in the DCC Workforce and Succession Plan. We hope you find this
plan informative, enlightening, and a blueprint for action as we serve to demonstrate our
commitment to our most valuable asset — our employees.
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INTRODUCTION

Workforce planning is an ongoing process that seeks to align DCC’s business needs and
priorities with employee resources and competencies required to achieve its mission.
Workforce planning is an active process which informs organizations and stakeholders of
current and future environmental impacts and incorporates initiatives and strategies necessary
to ensure human capital and talent management efforts support DCC’s business goals.

Succession planning, a vital component of workforce planning, DCC’s deliberate and systematic
effort to identify and develop potential successors to ensure leadership continuity in DCC's
mission-critical positions. Succession planning is vital for safeguarding DCC against unplanned
and unexpected change; it is a type of risk management that ensures DCC’s critical position
functions are well understood and that each one has at least one person ready to successfully
assume the responsibilities of the position.

Workforce and succession planning are challenging processes that force us to think about how
to strategically align our workforce to satisfy our business needs. Workforce planning can
include any workforce challenge an organization faces from recruitment, selection,
classification and compensation, training, knowledge transfer, retention and more.

Within this report, we will discuss the challenges and opportunities DCC faces and provide a
comprehensive analysis of our existing workforce. We also will identify several strategic
initiatives that will be undertaken in the next five years to ensure DCC can meet its mission,
goals, and stakeholder expectations.

STRATEGIC DIRECTION

DCC was established on July 12, 2021, with the passage of Assembly Bill 141 (Chapter 70,
Statutes of 2021). This legislation consolidated California’s three cannabis licensing programs
(established in 2016) into a single department to centralize and streamline California’s
commercial cannabis regulatory oversight. DCC licenses and regulates commercial cannabis
activity within California.

This includes:

» The transportation, delivery, and tracking of cannabis goods.
The growing of cannabis plants.
The manufacturing of cannabis products.

The testing and sale of cannabis goods.

YV V V V

The permitting of events where cannabis is sold.
|
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MISSION, VISION, VALUES

Mission: Through innovative policies and effective implementation, the Department advances
and facilitates a well-regulated, legal market that benefits all Californians.

Vision: California has a safe, sustainable, and equitable cannabis market that serves as an
example for the world.

Values:

» Integrity: We work for the public benefit, and we safeguard the public trust. We honor
the work we do and hold it in high regard.

» Fairness: We create standards and practices that are equitable, practical, and
consistent.

» Innovation: We foster an environment of curiosity, creativity, and scientific
understanding. We are bold, futuristic, and responsive to change.

Knowledge: We value competency, professional excellence, and continuous learning.

Collaboration: We are approachable and responsive. We value engagement and
diversity of thought. We establish and maintain partnerships that balance our ideas and
support our values.

» Support: We are resilient, kind, and respectful, both individually and as a community.

DIVISION DESCRIPTIONS

Executive Division

The Executive Division provides leadership, direction, and guidance to the DCC'’s divisions. The
Division includes the Director, Chief Deputy Director, General Counsel, and the Equal
Employment Opportunity (EEO) Office.

Administration Division

The Administration Division is responsible for providing core services essential to the day-to-
day operations of DCC. The Division is responsible for directing the administrative functions of
DCC and providing employee services, including but not limited to, human resources, budgets,
fiscal management, contracts, procurement, and facilities and fleet management. The Division
serves as DCC’s primary liaison with California control agencies such as the Department of
Finance, State Controller’s Office (SCO), Department of General Services, and Financial
Information System for California (FISCal).

1 ——
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Compliance Division

The Compliance Division is responsible for supporting and enforcing regulatory compliance of
licensed commercial cannabis activity to promote accountability and consumer and public
safety. The Division is responsible for conducting routine inspections, investigating alleged and
observed violations, addressing public complaints, and supporting licensees in achieving
compliance. In collaboration with the Laboratory Services Division, the Compliance Division also
oversees the remediation and destruction of cannabis and cannabis products that fail testing,
as well as consumer recalls. The Division is responsible for the administration of the California
Cannabis Track-and Trace system and works closely with DCC’s Enforcement Division and other
state and local regulatory and enforcement entities on cases that could result in administrative
or civil penalties.

Enforcement Division

The Enforcement Division is responsible for conducting and supporting criminal investigations
of illegal commercial cannabis activity in California to protect consumers and support the
legitimacy of the legal market and preservation of California resources. The Division partners
with local, state, and federal law enforcement and regulatory agencies in combating unlicensed
activity across the supply chain by leveraging all available resources and intelligence.

Equity and Inclusion Division

The Equity and Inclusion Division is responsible for leading the development, implementation,
and evaluation of DCC'’s equity programs, policies, outreach efforts, and administration. The
Division works closely with local jurisdictions, local equity programs, state agencies, business
owners and other partners to develop, identify and promote promising practices and policies
that improve outcomes for California cannabis entrepreneurs and employees negatively
impacted by cannabis criminalization.

Government Affairs Division

The Government Affairs Division is responsible for advancing DCC’s mission and strategic
priorities through legislative engagement at the state, local, and federal level. The Division
serves as the primary liaison for DCC with local, state, and federal legislative partners and tracks
and oversees the analysis of all relevant bills that may impact DCC. The Division engages with
partners to better understand statutory policy initiatives, and, where appropriate, provides
technical assistance that furthers DCC’s goals and priorities.

Information Technology Services Division

The Information Technology (IT) Services Division is responsible for implementing DCC’s IT
policies and delivering centralized IT solutions and services. The Division provides coordination
of technology operational activities, including desktop support, information security, telecom,
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network/server maintenance, project management, and application development and
maintenance. The Division works closely with all DCC’s divisions in developing technology
solutions that streamline their work, provide the public with digital information, and allow DCC
to meet its objectives while operating more efficiently and effectively.

Laboratory Services Division

The Laboratory Services Division is responsible for regulatory oversight of California licensed
cannabis testing laboratories. This includes the review of license applications, conducting
routine inspections, investigating complaints, taking enforcement actions, and conducting
investigative sample analysis. The Division also works closely with other divisions in the review
and evaluation of data and scientific literature to enhance the regulatory framework and
identify best practices for product testing and consumer safety. Lastly, the division directs and
monitors the contract California’s cannabis reference laboratory.

Legal Affairs Division

The Legal Affairs Division is responsible for providing legal services to all DCC’s divisions and
executive office. This includes conducting research in complex and emerging areas of law and
advising programs, drafting, and reviewing legal documents and responses, responding to
Public Records Act Requests, drafting regulations, representing DCC programs in administrative
actions and appeals, and liaising with the Attorney General’s office about DCC litigation.

Licensing Division

The Licensing Division is responsible for administering application review, license issuance,
renewal, and modifications; providing technical assistance and support to applicants and
licensees; coordinating license actions with the Compliance and Enforcement Divisions; and
providing enhanced assistance to equity applicants and licensees. The Division works in close
coordination and collaboration with other state and local agencies responsible for the
permitting or licensing of cannabis businesses.

Policy and Research Division

The Policy and Research Division is responsible for assessing the effectiveness of current state
policies related to commercial cannabis, identifying opportunities to enhance and reform state
regulatory requirements, and developing recommendations for new regulatory policies. The
division generates and solicits policy recommendations, from DCC employees, the Cannabis
Advisory Committee (CAC), and other external partners, that support the Department’s
legislative, regulatory, and goals. The Division also monitors federal, state, and local policy
developments, monitors, conducts research, and performs data analysis to help inform policy
decisions.

1 ——
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Public Affairs Division

The Public Affairs Division is responsible for developing and supporting DCC’s internal and
external communications, community engagement, and partner relations. This includes, but is
not limited to media strategy, public engagement and outreach efforts, customer service, CAC
meetings, event participation, and the dissemination of educational resources. The Division
oversees and manages DCC’s website and social media channels, as well as its digital outreach
to licensees and partners.

WORKFORCE PLAN AND STRATEGIC PLAN ALIGNMENT

Implementing the initiatives outlined in this Workforce Plan will help DCC recruit, develop, and
sustain the workforce needed to meet the goals and objectives outlined in DCC’s 2023 - 2025
Strategic Plan and State Leadership Accountability Act Report (SLAA).

DCC has focused on organizational culture as one of its strategic priorities, striving to cultivate a
culture that supports the whole person and is steeped in research, innovation, diversity,
adaptability, and resilience. The Strategic Plan outlines four strategies to achieve this priority
including:

» Recruit and retain competent professionals by providing opportunities for professional
development and encouraging workplace practices that enhance productivity and
preserve work-life balance.

» Foster an inclusive workspace in which team members are valued and have
opportunities to collaborate and productively contribute to the continued evolution of
the organization.

» Develop policies and programs that instill a value-driven culture and organizational
innovation.

» Develop and establish administrative practices, tools, and solutions that enhance
employee performance and service delivery.

» Develop and enhance organizational feedback loops that encourage internal
collaboration, improve department processes, support innovation, and mitigate risk.

This workforce and succession plan supports this goal and corresponding strategies by
providing insights into current workforce needs and outlining initiatives that support DCC’s
efforts in acquiring, developing, and sustaining a workforce through the recruitment, retention,
knowledge transfer, employee development, and succession planning. DCC’s Strategic Plan can
be found on DCC’s website at the following link: https://cannabis.ca.gov/wp-
content/uploads/sites/2/2023/08/dcc-strategic-plan.pdf

This workforce and succession plan directly addresses the risks outlined in the SLAA report.
Through the risk assessment process, DCC identified the following three risks:

e Risk #1: Workforce planning
|
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e Risk #2: Technology Solutions
e Risk #3: Changes to Local, State, Federal Laws

This workforce and succession plan directly addresses Risk #1. DCC was established with a high
vacancy rate in all divisions. This impacted the ability of divisions to quickly meet their growth
needs and meet the mandates of DCC. In an attempt to mitigate this risk, DCC developed a
series of goals as part of the SLAA. A number of these goals are directly supported by this
workforce and succession plan including the development of a retention and succession
plan/model, setting aggressive recruitment targets, and supporting managers through a
capacity building and accountability tool.

METHODOLOGY

The project began with initial interviews with key employees in each division. The focus of
these interviews was to gain information on division/program goals and issues that impact
employee recruitment and retention. Insights gained from interviews were used to develop a
guestionnaire that surveyed participants on critical job functions, current employee resources,
future employee needs, development opportunities, and environmental factors that impact the
organization. This questionnaire was sent to representatives who oversee a division or branch.
Results informed the environmental factors listed below and provided insight on the
positions/classification that are performing critical functions in the organization.

An analysis of the current composition of DCC’s workforce by various demographic categories
(e.g., gender, age, ethnicity, classification, state service tenure, etc.), historical turnover,
impending and projected retirements, and projected employee needs based on potential
legislation and employment/economic trends was also conducted. From there, classifications
that were identified as having the highest impact and greatest risk potential were surveyed to
identify any competency gaps. The results from each of the surveys along with departmental
data were used to develop short and long-term initiatives meant to address identified gaps and
risks. All identified workforce and succession plan initiatives are combined in this one
document to simplify and streamline the implantation phase of the project.

ENVIRONMENTAL FACTORS

To better understand the factors that impact the work and the workforce of DCC, a survey was
sent to various stakeholders (see methodology above). The survey included a variety of closed
and open-ended questions asking respondents to reflect on factors that impact recruitment,
selection, classification and compensation, training, knowledge transfer, and retention. Key
themes from respondents include:

1. Understaffed and difficult to recruit and fill positions

2. No promotional opportunities and lack of career growth
- - - - - - - - - - - - - - - - - ]
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3. Cannabis laws are new and emerging, difficult to keep up

4. Shifts in organizational mission and inconsistent messaging from executive employees
on priorities

5. Feelings of being underappreciated and burnt out

6. Need for other classifications to support functions that were not originally planned or
anticipated

DCC was established by combining the three cannabis licensing programs (established in 2016)
into a single department. This combination of programs came with the need to operate as one
entity guided by a unified organizational culture. With that culture shift comes change and
change can be difficult to navigate for employees. As such, it is not unexpected to see that
employees are struggling with the lack of standardized processes and conflicting messaging.
This has been a priority for DCC over the course of the last year and strides have been made.
The initiatives outlined in this workforce plan address many of the key themes highlighted here
and in the below sections.

WORKFORCE OVERVIEW

The Workforce Overview section will take a comprehensive look at DCC workforce from such
perspectives as employee demographics, separation trends, retirement eligibility, and the
competencies key civil service employees require to perform their jobs.

DEMOGRAPHICS

Employee data was extrapolated from SCO in August 2023 and California Department of Human
Resources (CalHR) data to conduct an analysis of DCC’s current workforce profile and includes
information regarding employee age, gender, ethnicity, veteran status, and representation of
persons with disabilities as compared to statewide labor force composition.

DCC’s workforce is comprised of 55% women, about 10% points higher than the state labor
force average, and 45% men. DCC is above or compares favorably with California labor force
representation in all categories. DCC’s workforce composition is displayed in Table 1.
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Table 1 — Gender, Ethnic, Veteran, and Representation of Persons with Disabilities

DEMOGRAPHIC CATEGORY DCC STATEWIDE LABOR FORCE
Female 54.5% 45.6%
Male 45.5% 54.4%
Asian 19.0% 18.1%
Black or African American 7.8% 8.2%
Hispanic or Latino 16.4% 25.8%
Native American or Alaska Native 1.0% 0.6%
Other or Multiple races 11.4% 4.2%
Pacific Islander 0.8% 0.8%
White or Caucasian 43.5% 37.1%
Veteran 4.8% 4.7%
Persons with Disabilities 6.8% 7.3%

Sources: CalHR reports 5102 as of 6/30/2023

DCC's civil service employee age distribution is relatively younger (i.e., skews left) compared to
the overall age distribution of the California civil service workforce. About 50% statewide
workforce is found in the age groups between 18-44. Comparatively, 68% of DCC’s workforce is
represented in the same age groups. DCC and state civil service age distribution profiles are
displayed in Figure 1 - All DCC Civil Service Employees by Age Group percentage:

25.0%
20.0%

15.0%

10.0%
5.0% II I I
. I_

0.0%
-17 18-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64
B Statewide N =206,993 ®DCCN = *490
Figure 1 — All DCC Civil Service Employees by Age Group percentage

*Only permanent, limited term, and CEA employees (excludes exempt and intermittent employees)
Sources: SCO MIRS report dated 08/2023, DCC organization charts dated 6/01/2023, and CalHR website: Workforce Planning Statistics (ca.gov)

A look at the age composition of DCC’s rank and file employees as compared to the state’s rank
and file workforce reveals the following: About 71% of DCC’s rank and file workforce is
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represented in the age ranges of 18-44 whereas 53% of the statewide workforce is represented
in these same age ranges. Figure 2 - DCC Rank & File Employees by Age Group Percentage*
illustrates this information:

30.0%
25.0%
20.0%

15.0%

10.0%
N I I II I
.- I—

0.0%
-17 18-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64
B Statewide N=171,033 ®DCCN =364
Figure 2 — All DCC Rank & File Employees by Age Group percentage

*Only permanent, limited term, and CEA employees (excludes exempt and intermittent employees)
Sources: SCO MIRS report dated 08/2023, DCC organization charts dated 6/01/2023, and CalHR website: Workforce Planning Statistics (ca.gov)

A look at the age composition of DCC’s management and supervisory employees as compared
to the state’s management and supervisory workforce reveals the following: DCC’'s 58%
representation in the 18-44 age range is about 20% more than the percentage of the state’s
management and supervisory workforce in this age range of 37%. DCC’s representation in the
50+ age ranges are about 20% lower than the statewide percentages (22% and 44%,
respectively). This information is presented in Figure 3 — DCC Civil Service
Management/Supervisory Employees by Age Group:

1 ——
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25.0%

20.0%

15.0%
10.0%
0.0% ull I

-17 18-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64
B Statewide N=35,950 B DCCN =126
Figure 3 — All DCC Management/Supervisory Employees by Age Group percentage

*Only permanent, limited term, and CEA employees (excludes exempt and intermittent employees)
Sources: SCO MIRS report dated 08/2023, DCC organization charts dated 6/01/2023, and CalHR website: Workforce Planning Statistics (ca.gov)

Taken together, DCC’s workforce is younger than that of the overall state’s workforce. This
trend is seen across the total workforce, the rank-and-file workforce, and the management and
supervisory workforce. These findings suggest that succession planning is less of a priority for
DCC and more emphasis should be placed on prioritizing employee development.

UTILIZATION ANALYSIS

Although as noted above, DCC’'s workforce demographic composition is relatively similar to that
of the statewide workforce demographic composition, a utilization analysis indicates that are a
few classifications in which DCC should focus their recruitment efforts. In particular, within the
occupational code of 13-1000, Business Operations, there are significant differences between
the percentage of total DCC workforce compared to the relevant labor force (RLF) percentage
provided by the state for the ethnic groups Asian — Chinese, Asian — Indian, Asian — Other, and
Hispanic/Latino.

In the occupational code of 19-2000, Physical Scientists, there are significant differences
between the percentage of total DCC workforce compared to the RLF percentage provided by
the state for the ethnic group of Asian — Chinese. Finally, for the occupational code of Law
Enforcement Officers there are significant differences between the percentage of total DCC
workforce compared to the RLF percentage provided by the state for the Veteran demographic
category along with the ethnic groups of Black/African American and Hispanic/Latino. Targeted
recruitment efforts are recommended for these classifications.

1 ——
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SEPARATION TRENDS AND FORECAST

DCC was established in July 2021. Separation data for July 2021 — June 2023, as shown in Table
2 - Exempt & Civil Service Separations, reveal that DCC’s civil service separations doubled from
2021 to 2023 due to an increase in voluntary resignations.

Table 2 — Exempt & Civil Service Separations

07/2021-06/2022 07/2022-6/2023

SEPARATION TYPE EXEMPT | CIVILSERVICE | EXEMPT | CIVIL SERVICE
Voluntary Resignation o* 6 0 15
Term/No Layoff 0 2 0 4
Service Retirement 0 1 0 4
Death/NDI Leave/Long Term Miliary LOA 0 4 0 5
Rejection on Probation 0 0 0 1
Total 0 | 13 o | 29

*The SCO MIRS report indicates one voluntary resignation in the exempt category for the Fiscal Year 2021/2022. This was a unique instance in
which the employee never worked for DCC but was included in Department records. The true total is zero as noted in the table.

Source: SCO MIRS report dated 08/2023, DCC organization charts dated 6/01/2023

When surveying key stakeholders on possible reasons voluntary turnover may occur, the
following were given:

Lack of promotional growth

High workloads with lower salaries

Ability to work remotely at other agencies

Lack of established process and constant change that comes from being a new
department

P wnNPR

A high-level overview of DCC’s separation trend data is illustrated in Appendix A: Separation
Snapshot, which forecasts total separations into 2025. Overall, voluntary separations are
expected to decrease over time.

Appendix B: Turnover and Vacancy Rates provides a more detailed analysis of turnover and
vacancy rate by classification. This allows a more complete picture of the impact of turnover
and vacancy on DCC’s workforce. Voluntary separations remain low with only 22 turnovers
across the two fiscal years indicating that voluntary separation impacts few classifications.
Those that are most impacted are those with a small number of incumbents (e.g., C.E.A,
Environmental Program Manager) or those with a high percentage of vacancies (e.g.,
Accountant Trainee, Information Technician Specialist Il, Special Investigator). This implies that
vacancy rates may provide greater context to what is driving workload issues.

Two data points were captured to look at the change in vacancy rates, one in February 2023
and one in November 2023. In February, 34 of the 66 established classifications (51%) were
experiencing some vacancies with vacancy ranges of 5% to 100%. In November, 37 of the 68
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established classifications (54%) were experiencing some vacancies with vacancy ranges of 8%
to 100%. This is a snapshot in time and there are indicators that some of the vacancies are due
to reclassifications or shift in organizational needs but overall, vacancy rates remain high across
the organization. Looking at the shift in vacancy rates, from February to November vacancy
rates decreased in 11 of the classifications and increased in 17 of the classifications. The
increase in vacancies is mostly due to an increase in full-time employees (FTEs) for the
classification opposed to turnover. So as DCC increases FTEs to assist with workload issues and
meet its organizational needs, it needs to fill these vacancies to realize these goals.

RETIREMENT ELIGIBILITY

This section analyzes the age and state service profiles of DCC’s workforce to project
potential future retirements. Employee age is utilized to identify the portion of employees
that are currently eligible for retirement (age 50 and up) or eligible within the next five
years (current age 45 to 49). Table 3 presents those DCC classifications in which 30% of
more of incumbents are at or near retirement, see Appendix C for additional data.

A review of those classification in which 30% of more of incumbents are at or near
retirement indicates that there are certain classifications that are at higher risk of turnover
due to retirement. For example, the incumbent currently serving as the Associate
Management Auditor is at retirement age and has close to 20 years of state service. Other
concerning classifications include Attorney IV, C.E.A., Deputy Chief - Investigations &
Enforcement, Information Technology Manager |, Information Technology Supervisor I,
Research Scientist Il (Microbiological Sciences [MS]), and Staff Services Manager |l
(Managerial [Mgr]) due to higher percentage of incumbents being at or near retirement age
with higher average of years of state service. For these classifications it will be important to
have comprehensive knowledge transfer strategies in place.

This section also assesses the retirement eligibility role by division within DCC. Table 4 shows
the retirement eligibility by division. This data indicates that certain divisions are at a higher risk
for turnover caused by retirements. As an example, of those classifications working in the
Executive Division, 50% are at or near retirement age. Other divisions with 40% or more of the
classifications at or near retirement age are Information Technology Services, Legal Affairs, and
Enforcement. Along with ensuring sufficient succession planning strategies are in place for
certain classifications as noted above, ensuring succession planning and knowledge transfer
strategies are in place within divisions will be of equal importance.
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Table 3 — Classifications with 30% or more of incumbents at or near retirement age

% 50+ % WITHIN 5 AVERAGE YRS
YEARS YEARS OF OF STATE HIGHER
CLASSIFICATION OoLD RETIREMENT SERVICE RISK
Associate Management Auditor 1 100% 0% 18.6 X
Associate Personnel Analyst 3 33% 0% 13.3
Attorney IV 3 33% 33% 15.6 X
C.E.A. 10 20% 30% 15.0 X
Chief Deputy Director 1 0% 100% 13.1
Deputy Chief, Inv & E 1 0% 100% 24.6 X
Information Officer | (Specialist) 2 50% 0% 2.5
Info Tech Manager | 3 33% 0% 20.2 X
Info Tech Spec | 13 31% 23% 6.0
Info Tech Spec 9 44% 0% 8.7
Info Tech Sup Il 4 50% 50% 13.5 X
Information Officer Il 1 100% 0% 1.8
Personnel Tech | 1 0% 100% 1.1
Program Technician Il 6 17% 33% 4.0
Research Scientist | (CS) 1 0% 100% 33
Research Scientist | (MS) 1 0% 100% 1.5
Research Scientist Il (MS) 1 0% 100% 5.6
Research Scientist IIl (CS) 3 33% 0% 9.7
Research Scientist Il (MS) 1 0% 100% 16.5 X
Research Data Specialist | 1 0% 100% 8.8
Staff Services Manager IlI 5 0% 40% 17.6
Staff Services Manager Il (Mgr) 1 0% 100% 23.8 X
Supervising Investigator | 10 40% 20% 9.5
Supervising Investigator Il 2 50% 50% 6.3
Supervising Special Investigator | 12 33% 8% 9.3

EEs = Employees, Source: SCO MIRS report dated 08/2023, DCC organization charts dated 6/01/2023
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Table 4 — Retirement Eligibility by Division

% WITHIN 5

DCC Division s % SOSJDEARS YEARS OF A;/'IF:&GSEE;?/?C?EF
RETIREMENT

Executive 6 16.67% 33.33% 13.1
Administration 53 7.55% 16.98% 8.9
Compliance 120 15.83% 11.67% 7.7
Enforcement 73 27.40% 13.70% 7.5
Equity and Inclusion 2 0.00% 0.00% 1.6
Government Affairs 4 25.00% 0.00% 8.9
Information Technology Services 33 33.33% 15.15% 9.2
Laboratory Services 28 17.86% 21.43% 5.9
Legal Affairs 18 27.78% 16.67% 11.2
Licensing 141 17.73% 12.06% 8.9
Policy and Research 4 0.00% 25.00% 12.6
Public Affairs 16 12.50% 12.50% 2.8

Total 498 18.67% 13.86% 8.19

EEs = Employees, Source: SCO MIRS report dated 08/2023, DCC organization charts dated 6/01/2023

KEy POSITIONS

Key positions have a high level of specialized expertise, significant decision-making authority,
and/or a role that influences organizational policies, goals, or business operations. The
specialized skill and decision-making authority for each classification were rated by key
stakeholders (e.g., Deputy Directors) on five-point scales with higher values indicating more
specialized knowledge/skill or decision-making authority. Classifications that have the skill to
work independently once trained and/or classifications that make decisions for themselves or
their employees that impact organizational policies, goals, or business operations were
designated as key positions (designated by a score of 3.0 or above on the respective rating
scales). Table 5 lists those classifications who were rated above a three for both specialized
knowledge/training and decision-making authority. No ratings were provided for the Director,
Chief Deputy Director, or General Counsel as these are inherently key positions.

This data taken with the data on retirement risk further demonstrates the need to focus
succession planning and knowledge transfer on certain at-risk classifications. The classifications
rated in the above sections as being at risk for retirements and also rated high on specialized
knowledge and/or Decision Making Authority are those working as Deputy Directors (those that
are C.E.A.s), Information Technology Manager Is, Information Technology Supervisor lls, the
Research Scientist Il (MS), the Staff Services Manager Il (Mgr), and the Deputy Chief -
Investigations & Enforcement,
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Table 5 — Specialized Knowledge/Skill and Decision-Making Authority Ratings

Classification KS Mean DMA Mean
Deputy Director of Administration 5.00 5.00
Deputy Director of Enforcement 5.00 5.00
Deputy Director of Information Technology Services 5.00 5.00
Deputy Director of Laboratory Services 5.00 5.00
Deputy Director of Legal Affairs 5.00 5.00
Deputy Director of Policy and Research 5.00 5.00
Deputy Director of Public Affairs 5.00 5.00
Accounting Administrator Il 5.00 4.00
Attorney, Assistant Chief Counsel 5.00 4.00
Deputy Director of Compliance 5.00 4.00
Information Technology Manager | 5.00 4.00
Information Technology Supervisor Il 5.00 4.00
Research Scientist Supervisor I 5.00 4.00
Senior Management Auditor 5.00 4.00
Deputy Director of Equity and Inclusion 5.00 3.00
Information Technology Specialist Il 5.00 3.00
Information Technology Specialist IlI 5.00 3.00
Staff Services Manager Il 4.50 4.50
Supervising Special Investigator 4.50 4.00
Environmental Program Manager I 4.50 3.50
Staff Services Manager |l (Supervisory) 4.33 3.33
Deputy Director of Licensing 4.00 5.00
Deputy Director of Government Affairs 4.00 4.00
Information Officer Il 4.00 4.00
Staff Management Auditor 4.00 4.00
Supervising Investigator I 4.00 4.00
Environmental Program Manager | (Supervisory) 4.00 3.33
Accounting Administrator | (Supervisor) 4.00 3.00
Accounting Officer (Specialist) 4.00 3.00
Attorney IV 4.00 3.00
Information Technology Specialist | 4.00 3.00
Senior Accounting Officer (Supervisor) 4.00 3.00
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Classification KS Mean DMA Mean

Staff Services Manager Il (Managerial) 4.00 3.00
Research Scientist IlI 4.00 2.00
Research Scientist IV 4.00 2.00
Staff Services Manager | (Supervisory) 3.67 3.33
Senior Environmental Scientist (Supervisory) 3.67 3.00
Senior Environmental Scientist (Specialist) 3.67 2.00
Staff Services Manager | (Specialist) 3.50 3.50
Supervising Investigator | 3.50 3.50

Specialized Knowledge/Skill (KS) was measured on a 1-5 scale where 1 = No to little experience needed on Day 1 and 5 = Highly
skilled, knowledge gained through significant experience

Decision making authority (DMA) was measured on a 1-5 scale where 1 = no decision-making authority and 5 = Decision making
authority over organizational decisions and polices.

Source: Key position survey as of 09/2023, ratings were not provided for the Director, Chief Deputy Director, or General
Counsel

COMPETENCIES

Competencies are knowledge, skills, abilities, and behaviors necessary for an organization’s
employees to perform the work and produce the goods and services expected by its customers,
constituents, and stakeholders. Essentially, competencies are the threads which bind and align
all core human resources functions within an integrated competency-based human resources
management system designed to support DCC’s values and facilitate achievement of its goals
and objectives.

The primary emphasis of this section will be on employees in DCC’s key positions. As part of
our data collection methodology, we collected information with an environmental factors
survey and key positions survey. The environmental factors survey asked respondents to
indicate those classifications that are currently conducting critical functions for their respective
division/branch. The key positions survey then asked respondents to rate the Specialized
Knowledge/Skill (KS) and Decision-Making Authority (DMA; see above). These two data points
along with information on hard to recruit or high vacancy classifications were used to narrow
down the list of classifications that would subsequently be sent a survey in which to evaluate
their level of knowledge/skill on those competencies outlined within the Core and Leadership
Models created by CalHR (Appendix D; Competencies (ca.gov)). Table 6 lists the classifications
that were surveyed and the reason for inclusion. Classifications listed in Table 5 that had a
rating of three of above for Specialized Knowledge/Skill and Decision-Making Authority Ratings
that are not listed below in Table 6 were not surveyed for various reasons (e.g., currently
vacant, employee was on leave).
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https://www.calhr.ca.gov/Training/Pages/competencies.aspx

Table 6 — List of classifications that provided competency data

Classification Inclusion Reason

Accounting Administrator |

Rated above 3 for KS and/or DMA

Accounting Administrator Il

Rated above 3 for KS and/or DMA

Accounting Officer (Specialist)

Rated above 3 for KS and/or DMA

Attorney Il

Performs critical function, difficult to recruit and/or retain

Attorney IV

Rated above 3 for KS and/or DMA and performs critical function

Attorney, Assistant Chief Counsel

Rated above 3 for KS and/or DMA

Environmental Program Manager |
(Supervisory)

Rated above 3 for KS and/or DMA

Environmental Program Manager Il

Rated above 3 for KS and/or DMA

Environmental Scientist

Performs critical function, difficult to recruit and/or retain

Information Officer Il

Rated above 3 for KS and/or DMA, performs critical function

Information Technology Manager |

Rated above 3 for KS and/or DMA

Information Technology Specialist |

Rated above 3 for KS and/or DMA

Information Technology Specialist ||

Rated above 3 for KS and/or DMA

Information Technology Supervisor Il

Rated above 3 for KS and/or DMA

Personnel Specialist

Performs critical function, difficult to recruit and/or retain

Research Scientist Il

Rated above 3 for KS and/or DMA, difficult to recruit and/or retain

Research Scientist Il

Rated above 3 for KS and/or DMA, difficult to recruit and/or retain

Research Scientist IV

Rated above 3 for KS and/or DMA, difficult to recruit and/or retain

Senior Environmental Scientist
(Supervisory)

Rated above 3 for KS and/or DMA, performs critical function

Senior Management Auditor

Rated above 3 for KS and/or DMA

Staff Management Auditor

Rated above 3 for KS and/or DMA

Staff Services Manager | (Supervisory)

Rated above 3 for KS and/or DMA performs critical function

Staff Services Manager Il (Supervisory)

Rated above 3 for KS and/or DMA

Staff Services Manager Il (Managerial)

Rated above 3 for KS and/or DMA

Staff Services Manager I

Rated above 3 for KS and/or DMA

Supervising Investigator |

Rated above 3 for KS and/or DMA

Supervising Investigator I

Rated above 3 for KS and/or DMA

Supervising Special Investigator Il

Rated above 3 for KS and/or DMA

Surveys were not administered to the Director, Chief Deputy Director, or Deputy Directors.
Source: Key position survey as of 09/2023 and Environmental Factors survey as of 06/2023

Survey respondents were asked to evaluate themselves on the competencies provided by
CalHR as noted above. They were also asked to evaluate their job specific knowledge and job
specific skill/ability. Job specific knowledge was defined as the “knowledge and understanding
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of the methods, materials, technical language, compliance requirements, and specific
procedures utilized in conducting work within your classification.” Job specific skill/ability was
defined as the “ability to perform job specific work accurately, completely, efficiently, and in
compliance with industry quality standards.” To better understand DCC’s potential pipeline of
talent, if a respondent was not currently in a supervisory or leadership position, they were
asked to identify their capability in these areas. Supervisor Capability was defined as the
capability “to take on supervisory responsibilities, including staff management (delegation,
performance management, guiding work), overall work unit organization and management,
holding self and employees accountable for outcomes; and interacting with the customer and
resolving problems”. Leadership Capability was defined as the “capability to apply
organizational and business knowledge to the operations of one or more units or programs;
ability to inspire and promote change or alignment with current vision, mission, and goals;
promoting fiscal responsibility, ensuring sufficient staffing, and guiding the overall department
to measurable and customer-focused results.” Each competency was assessed on a scale of 1 —
5 with 1 indicating novice and 5 indicating expert.

This data was collected from incumbents in the positions/classifications as presented in Table 6
as well as from supervisors of these classifications. Appendix E presents the data collected from
these surveys and illustrates a few key points. Below are the highlights found when looking at
the competency ratings across classifications as well as the gap between the incumbent and
supervisor ratings.

Competency Ratings

Across all measured competencies (e.g., job specific knowledge and job specific skill/ability,
core and leadership competencies, supervisory and leadership capability), there were very few
incumbent ratings that were below the rating of intermediate (i.e., rating of 3; see Appendix E
for these caveats in red). Supervisors on the other hand rated a few classifications lower than
the intermediate (i.e., rating of 3) for the Research Scientists classifications. This suggests that
more training is needed for these classifications.

The average ratings across all core competencies and classifications provided by incumbents
range from 3.90 for Customer Engagement to 4.18 for Diversity and Inclusion indicating the
incumbents in all classifications feel they are weakest in the competency of Customer
Engagement and strongest in the competency of Diversity and Inclusion. That said, the averages
are all hovering around the Advanced level (i.e., rating of 4). The averages across all core
competencies and classifications as rated by supervisors are lower than those provided by
incumbents except in the case of Customer Engagement and Digital Fluency. The average
ratings provided by supervisors range from 3.62 for Innovative Mindset to 3.95 for Customer
Engagement.
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The average ratings across all leadership competencies and classifications provided by
incumbents range from 3.76 for Talent Management to 3.98 for Inspirational Leadership with
all averages hovering around the Advanced level (i.e., rating of 4). As with the core
competencies, the averages across all leadership competencies and classifications as rated by
supervisors are lower than those provided by incumbents except in the case of Stewardship and
Talent Management. The average ratings provided by supervisors range from 3.58 for Vision
and Strategic Thinking to 4.05 for Stewardship.

Taken together, DCC workforce for the most part appears to have the requisite competencies
to complete their job duties. It is suggested that opposed to using the CalHR competencies that
a more DCC specific competency model be developed and utilized to better understand
potential knowledge gaps.

Gap Ratings

A closer look at the gap in ratings between supervisors and incumbents on all competencies is
useful in understanding the rating patterns between incumbents and supervisors. Overall, the
ratings of incumbents and supervisors align across job specific knowledge and job specific
skill/ability with a few exceptions. Supervisor ratings of job specific knowledge and job specific
skill/ability were higher than that of the incumbents for the classifications of Environmental
Program Manager | (Supervisory), Environmental Program Manager Il, Information Technology
Supervisor Il, and Staff Management Auditor by at least one. This indicates that supervisors
believe that incumbents in these classifications have a higher level of job specific knowledge
and/or skill than the incumbents believe they possess. Incumbent ratings were higher than that
of the supervisors in the classifications of Accounting Administrator Il, Information Technology
Manager |, Research Scientist Ill, and Supervising Investigator Il by at least one. This indicates
that incumbents in these classifications believe they have a higher level of job specific
knowledge and/or skill than the supervisors believe they possess.

When examining the results for the core competencies, for the most part supervisors and
incumbents align and where there are discrepancies, it is due to supervisors rating incumbents
higher than incumbents rated themselves. That is, when looking at the gap ratings for core
competencies most of the discrepant data is negative indicating higher ratings coming from
supervisors. Where the gap ratings are positive indicating incumbents rated themselves higher
than supervisors, only two classifications show a clear pattern of consistent higher ratings, that
of a Research Scientist Il and Supervising Investigator Il, Department of Consumer Affairs. The
remaining ratings across the classifications are a mix of positive, negative, and neutral. Further,
there is no indication that there are significant differences of discrepant data across the core
competencies (i.e., no one competency has a significant concentration of discrepant data).
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Comparing incumbent and supervisor data for leadership competencies indicates that the
discrepant data is coming from incumbents rating themselves higher than that of the supervisor
(positive numbers). This is particularly true for the classifications of Staff Services Manager Il
(Managerial), Supervising Investigator I, Department of Consumer Affairs, and Supervising
Special Investigator Il. Gap ratings that are negative, indicating that supervisors rated the
incumbents in the classification higher on the leadership competencies than did incumbents,
are mostly for the classification of Environmental Program Manager Il and Senior Management
Auditor with a mix of positive, negative, and neutral ratings for other classifications. As with the
core competencies there is no indication that there are significant differences of discrepant
data across the competencies (i.e., no one competency has a significant concentration of
discrepant data).

Finally, the supervisor and leadership capability data show a similar pattern with aligned ratings
across supervisors and incumbents with few exceptions. Supervisors rated the classification of
Attorney IV with higher supervisor and leadership capability than did the incumbents in this
classification. Supervisors also indicted that those in the Personnel Specialist role had a higher
level of leadership capability than incumbents in this class. Conversely, incumbents in the
Research Scientist Il classification rated themselves as higher than that of the supervisors.

Taken together, overall incumbents and supervisors align in their perceptions on the level
knowledge/skill on various competencies. That said, there are a few classifications in which
expectations and perceptions should be discussed and aligned. It is suggested that performance
management strategies include gap analysis and training for supervisors on how to accurately
rate and evaluate an employee’s performance.

Competency Ranking

To better understand the competencies viewed as most important by DCC and each division,
respondents were asked to rank each of the competencies with a ranking of one being the most
important competency to have in order to be successful in one’s position. Tables 7 - 10 show
the rankings by department and division.

Results indicate that DCC aligns on what it views as the most important core competency.
Across both incumbents and supervisors, the most important core competency was
Communication followed by Collaboration, and then Interpersonal Skills. The most important
leadership competency to have in order to be successful in one’s position was Inspirational
Leadership. Incumbents felt that having a high level of Vision and Strategic thinking was the
second most important competency to have whereas supervisors felt being Results-Oriented
was the second most important competency to have to be successful.
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When comparing the ranking of competencies to the ratings of competencies across
classifications as noted above a few points stand out. According to the data in Appendix E,
incumbents were asked to rate themselves on the core competencies. Communication had an
average incumbent rating of 4.04 (out of 5) and an average supervisor rating of 3.86 (out of 5).
While not especially low, this may suggest that DCC focus training on communication as it
appears to be highly valued by DCC.
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Table 7a — Incumbent Core Competency Importance Rank Department-wide (DCC), and by the Administration, Compliance,
Enforcement, and Executive Divisions*

Core Competency Administration Compliance Enforcement Executive
Communication 1 1 1 1 1
Collaboration 2 2 3 2 4
Interpersonal Skills 3 3 2 4 2
Innovative Mindset 4 4 6 5 5
Customer Engagement 5 5 5 6 7
Resilience 6 7 4 8 8
Diversity &Inclusion 7 8 7 3 3
Digital Fluency 8 6 8 7 6

*At the time of the survey administration, the Equity and Inclusion and Government Affairs Divisions did not staff classifications that were found to be high risk or key positions thus no data was
requested from these Divisions. Source: Incumbent competency survey as of 10/2023

Table 7b - Incumbent Core Competency Importance Rank by the Information Technology Services, Laboratory Services, Legal Affairs,
Licensing, Policy and Research, and Public Affairs Divisions*

Core Competency Tec}::::::;:;i:rr\]/ices Lasl;c:‘r,?ct:Sry Legal Affairs Licensing PRO‘__::;‘;?:: Public Affairs
Communication 1 1 1 1 2 1
Collaboration 2 2 2 2 1 3
Interpersonal Skills 3 3 4 3 4 5
Innovative Mindset 5 6 5 6 3 2
Customer Engagement 6 5 6 5 7 4
Resilience 8 8 3 4 5 6
Diversity &Inclusion 7 7 7 7 6 8
Digital Fluency 4 4 8 8 8 7

*At the time of the survey administration, the Equity and Inclusion and Government Affairs Divisions did not staff classifications that were found to be high risk or key positions thus no data was
requested from these Divisions. Source: Incumbent competency survey as of 10/2023
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Table 8 - Supervisor Core Competency Importance Rank Department wide (DCC) and by Division*

Information Laborator
Core Competency Administration Compliance Enforcement Technology Servi y Legal Affairs Licensing
Services ervices

Communication 1 3 1 1 2 3 1 1
Collaboration 2 2 3 5 1 2 4 2
Interpersonal Skills 3 4 2 2 7 5 5 4
Innovative Mindset 4 7 6 3 6 4 2 3
Customer 5 8 5 6 5 1 3 5
Engagement
Resilience 6 1 4 8 4 8 7
Diversity &Inclusion 7 6 7 4 8 6 6
Digital Fluency 8 5 8 7 3 7 8

*At the time of the survey administration, the Equity and Inclusion and Government Affairs Divisions did not staff classifications that were found to be high risk or key positions thus no data was
requested from these Divisions. Data was not collected from the Executive, Policy and Research, or Public Affairs Division either due to non-response to survey request or turnover/vacancy.
Source: Supervisor competency survey as of 11/2023

Table 9a— Incumbent Leadership Competency Importance Rank Department wide (DCC) and by the Administration, Compliance,
Enforcement, and Executive Divisions*

Leadership Competency Administration Compliance Enforcement Executive

Inspirational Leadership

Vision and Strategic Thinking

Results-Oriented

Talent Management

bW IN|EK
NW|h [ O|F
Ga|bh|w|(N|F
bR |N
AN | W|E

Business Acumen
Stewardship 6 5 6 3 5

*At the time of the survey administration, the Equity and Inclusion and Government Affairs Divisions did not staff classifications that were found to be high risk or key positions thus no data was
requested from these Divisions. Source: Incumbent competency survey as of 10/2023
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Table 9b— Incumbent Leadership Competency Importance Rank by the Information Technology Services, Laboratory Services, Legal
Affairs, Licensing, Policy and Research, and Public Affairs Divisions*

Information .
Policy and

Research

Laboratory

. Public Affairs
Services

Legal Affairs Licensing

Leadership Competency Technology
Services

Inspirational Leadership 1

Vision and Strategic Thinking

Talent Management

DR, |IN|B WO,
GO |[W|IN|F-
N[O || W
W (L, 0N

2
Results-Oriented 4
5
3

Business Acumen

i |NIB|IW|F

Stewardship 6 3 4 5 4

*At the time of the survey administration, the Equity and Inclusion and Government Affairs Divisions did not staff classifications that were found to be high risk or key positions thus no data was
requested from these Divisions. Source: Incumbent competency survey as of 10/2023

Table 10 - Supervisor Leadership Competency Importance Rank Department-wide (DCC) and by Division*

Leadership Competency DCC  Administration Compliance Enforcement Information Laboratory Legal Licensing
Technology Services Affairs
Services
Inspirational Leadership 1 1 3 1 4 2 2 1
Results-Oriented 2 2 1 2 2 6 5 3
Business Acumen 3 4 5 5 3 1 1 5
Vision and Strategic Thinking 4 6 2 6 1 5 3 2
Talent Management 5 3 4 4 5 3 4 6
Stewardship 6 5 6 3 6 4 6 4

*At the time of the survey administration, the Equity and Inclusion and Government Affairs Divisions did not staff classifications that were found to be high risk or key positions thus no data was
requested from these Divisions. Data was not collected from the Executive, Policy and Research, or Public Affairs Division either due to non-response to survey request or turnover/vacancy.
Source: Supervisor competency survey as of 11/2023
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WORKFORCE GAP ANALYSIS

Based on the comprehensive workforce data analysis and feedback obtained from the surveys
completed by key subject matter experts, DCC’s primary findings reveal the following
challenges.

Recruitment Gaps and Risks

G1: Over 80% of survey participants indicated that they did not have qualified
employees to perform the core duties of the work unit. This was partially attributed to
the perception that the recruitment process is bureaucratic and difficult to navigate.

G2: Insufficient candidate pools result in limited hiring options; partially attributed to
limited outreach efforts and length of time to recruit and select candidates and for some
units the inability to offer remote telework options.

G3: The compensation package deters candidates particularly in jobs in high cost of
living areas or those with specialized education and training (e.g., Attorneys).

G4: A utilization analysis shows significant underutilization of certain demographic and
ethnic groups in the occupational codes of Business Operations, Physical Scientists, and
Law Enforcement Officers.

Retention Gaps and Risks

G4: The lack of promotional career pathways provides limited room for growth, making
it challenging to retain expertise within the workforce.

G5: Compensation limitations make other jobs more appealing, survey participants
indicating they can find positions with higher pay with fewer workforce demands.

G6: Indicators of low morale, including perceived under-appreciation and lack of being
heard discourage retention.

Employee Development Gaps and Risks

G7: There are insufficient training opportunities to obtain and maintain sufficient skill
sets.

G8: Employees are not motivated to pursue developmental opportunities given the lack
of pay increases or pay differentials associated with taking on additional responsibilities.

G9: Training programs are difficult to standardize due to the various work skills needed
in the various roles. Employees currently obtain training through on-the-job training to
address specific concerns or specific techniques.

G10: Training programs are difficult to develop and maintain due to the continuous
evolution of work requirements and changing legislation.
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Knowledge Transfer Gaps and Risks

e G11: With employees working primarily in a reactive state, there are few mentorship
opportunities and no standardized process across all divisions that enable a transfer
knowledge from senior leaders to others. Without a proactive knowledge transfer
process in place, there is a pending loss of institutional knowledge, especially in the
more technical classifications where knowledge is often acquired or mastered through
specialized hands-on experience or training.

e G12: Because there are many separate program entities, it can be challenging to keep
current on all the issues facing those entities. The development of a knowledge
database for each program area, division and or branch, and the creation of transition
binders/processes will help ensure that information about personnel, and historical and
ongoing program issues are readily available for current and future employees.

Succession Management Gaps and Risks

e G13: There is no active succession management program to coordinate the selection,
training, and backfilling of key positions and no current staff time to consider what is
needed for a succession management program.

e G14: There is no succession plan in place for those at-risk classifications, as noted in this
report. This may impact organizational effectiveness especially for those classifications
with a high level of specialized knowledge and decision-making authority.

General Gaps and Risks

e @G15: Inefficient communication flow regarding workflow and improvement efforts
within DCC results in misalignment of expectations, a lack of available time to
complete initiatives, and inconsistent application of efforts due to
misunderstandings. Employees also report change fatigue due to the frequency of
changes.

e G16: New/emerging environmental factors such as political movements and
changing government initiatives impact workload and work processes. This may be
driving attrition in negatively impacted program areas.

WORKFORCE/SUCCESSION PLANNING INITIATIVES

Based on analysis and identification of potential gaps and risks, the goal of DCC’s workforce and
succession plan is to develop and implement several initiatives over the next five years that will
aid DCC in meeting current and future workforce needs. The identified risks, if not addressed,
could threaten DCC'’s ability to accomplish its mission and strategic priorities. Therefore, all of
the initiatives outlined below support DCC’s strategic plan and workforce through significant
recruitment, knowledge transfer and retention efforts, and ensure DCC develops its employees
through succession planning and other professional development efforts.
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In summary, the initiatives outlined in this plan include:
Initiatives

e Initiative 1 (Succession Management): Complete and implement a workforce plan
outlining workforce strategies and implementation priorities and establish a governance
committee to ensure successful implementation and maintenance of the plan.

e Initiative 2 (Recruitment, Underutilization): Examine current hiring processes to
identify opportunities to improve efficiency and effectiveness, and then implement
changes.

¢ Initiative 3 (Recruitment, Underutilization): Develop a more robust recruitment plan to
identify recruitment sources and methods that will ensure quality candidate pools for
DCC technical program areas. Provide more recruitment support for those divisions that
are particularly struggling to recruit.

e Initiative 4 (Recruitment, Underutilization): Target recruitment strategies for the
occupational groups with significant underutilization prioritizing diverse applicant pools.

¢ Initiative 5 (Recruitment, Retention, Underutilization): Maintain monitoring/evaluation
processes for new recruitment, onboarding, and entrance/exit survey procedures.

¢ Initiative 6 (Retention, General Support): Establish more effective communication
pathways to ensure consistent messaging, employee engagement, and employee
recognition.

e Initiative 7 (Retention, General Support): Develop an employee engagement survey,
analysis, and reporting process.

e Initiative 8 (Retention, Succession Management): Develop an employee performance
evaluation that includes rating training for supervisors and an employee recognition
policy and program.

¢ Initiative 9 (Retention, Succession Management): Create process, tools, and databases
to capture new hire and separation data to aid in future workforce/succession planning
efforts.

¢ |Initiative 10 (Employee Development): Develop training program processes to assess
needs and develop curriculum in an ongoing fashion.

¢ Initiative 11 (Knowledge Transfer): Develop a knowledge data base in each branch
and/or program area that retains institutional memory and facilitates business
continuity with such tools as: transition binders; stakeholder contact lists; historical
program policies, decisions, and activities; etc.
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e Initiative 12 (Succession Management, Knowledge Transfer): Explore, develop, and
implement a job rotation/cross-training process.

e Initiative 13 (Employee Development, Knowledge Transfer): Develop a mentoring
program to preserve institutional knowledge.

e Initiative 14 (Knowledge Transfer, Succession Management): Conduct an organization
wide workload study to construct a staffing model.

e Initiative 15 (Succession Management): Create and implement a succession
management program to encourage knowledge transfer and develop current staff
competencies.

e Initiative 16 (Succession Management): Conduct a career path review and develop an
organizational ladder within DCC and each division to identify promotional opportunities
and career ladder options for employees.

TARGETED
INITIATIVE

Risks/GAP(s)

One to Two Year Initiatives

Complete a workforce plan outlining workforce strategies and

A . Lo . . Succession
1 [implementation priorities and establish a governance committee to

. . . Management
ensure successful implementation and maintenance of the plan.

Examine current hiring processes to identify opportunities to improve Recruitment,

2 efficiency and effectiveness, and then implement changes. Underutilization
Develop a more robust recruitment plan to identify recruitment sources
3 and methods that will ensure quality candidate pools for DCC technical | Recruitment,
program areas. Provide more recruitment support for those divisions Underutilization
that are particularly struggling to recruit.
4 Target recruitment strategies for the occupational groups with Recruitment,
significant underutilization to prioritizing diverse applicant pools. Underutilization
. . . Recruitment,
c Develop monitoring/evaluation processes for new recruitment, Retention
onboarding, and entrance/exit survey procedures. L
Underutilization
6 Establish more effective communication pathways to ensure consistent | Retention, General
messaging, staff engagement, and staff recognition Support
Retention,

Create process, tools, and databases to capture new hire and .
9 ) L . . Succession
separation data to aid in future workforce/succession planning efforts.

Management

Develop an employee performance evaluation that includes rating Retention,

8 [training for supervisors and an employee recognition policy and Succession
program. Management
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One to Two Year Initiatives (cont)

Develop a knowledge data base in each Branch and/or program area
1 that retains institutional memory and facilitates business continuity Knowledge
with such tools as: transition binders; stakeholder contact lists; Transfer

historical program policies, decisions, and activities; etc.

Three to Five Year Initiatives

7 Develop an employee engagement survey, analysis, and reporting Retention, General
process. Support
10 Develop training program processes to assess needs and develop Employee
curriculum in an ongoing fashion. Development
Succession
. . . - Management,
12 [Explore, develop, and implement a job rotation/cross-training process.
Knowledge
Transfer
Employee
. o Development,
13 |Develop a mentoring program to preserve institutional knowledge.
Knowledge
Transfer
Knowledge
L . . Transfer,
Conduct an organization wide workload study to construct a staffing .
14 Succession
model.
Management,

General Support

Create and implement a succession management program to encourage Succession

15
knowledge transfer and develop current staff competencies. Management

Conduct a career path review and develop an organizational ladder Succession
16 |within DCC and each Division to identify promotional opportunities and | Management
career ladder options for employees.
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IMPLEMENTATION

DCC Human Resources Branch (HRB) in collaboration with the EEO Office, will have ownership
responsibility for monitoring, evaluating, reporting, and updating the DCC Workforce and
Succession Plan. The EEQ Office will ensure the results of the Workforce Analysis, Language
Survey and Implementation Plan, and/or Diversity, Equity, Inclusion, and Accessibility (DEIA) are
integrated into this plan. A monitoring system comprised of quarterly updates will be
established to collect the status of open action items from their owners and provide updates to
the Director and Chief Deputy Director, and to the Workforce Planning Steering Committee.
HRB will evaluate the effectiveness and status of the plan annually to ensure all action items
have been and are being completed as scheduled. Periodic training and education sessions will
be held to inform DCC employees regarding workforce and succession plan activities and
progress. In addition, the communication plan (Appendix G) for the workforce and succession
plan will call for the development of presentation material that espouses the importance,
benefits, and prudence of institutionalizing the workforce and succession planning process.

CONCLUSION

DCC is a high-performing organization that strives to advance and facilitate a well-regulated,
legal market that benefits all Californians. By extension, the DCC Workforce and Succession Plan
is a focused effort to retain and further develop our highly valued and productive workforce
and continue to attract high-caliber employees in the future. Implementing strategies such as
various knowledge transfer initiatives and formalizing succession planning activities will
enhance opportunities for employees to reach their individual potential in a supportive
environment. DCC strives to function as an exemplary department by fully supporting the
workforce and succession planning process and, thus, demonstrating a commitment to our
greatest asset — our employees.

1 ——
DCC WORKFORCE AND SUCCESSION PLAN JUNE 2024 32



APPENDICES

Appendix A: Separation Snapshot
Appendix B: Turnover And Vacancy Rates
Appendix C: DCC Retirement Eligibility
Appendix D: Competency Models
Appendix E: Competency Data

Appendix F: Action Plan

Appendix G: Communication Plan
Appendix H: Organizational Chart

Contact Information

1 ——
DCC WORKFORCE AND SUCCESSION PLAN JUNE 2024 33



APPENDIX A: SEPARATION SNAPSHOT

This graph illustrates the separation trends for July 2021 through June 2023 and projections for 2024
and 2025. The DCC had few voluntary separations in its first year as a department. There was a sharp
increase in voluntary separations in the following year. As the DCC continues to stabilize after its
inception, voluntary separations are also likely to also stabilize.

DCC Separation Snapshot

30

25 .

0 B Voluntary Separations

15 ~ ERetirements

10 M Involuntary Separations
5 - — M Health/Disability/Family
0 .

Total Separations
July 2021-June  July 2022 - June  July 2023 - June  July 2024 - June

2022 2023 2024 (Forecasted) 2025 (Forecasted)
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APPENDIX B: TURNOVER AND VACANCY RATES

# of # of

%

%

FTE FTE ;
Class Title EEs EEs Average Established  Established Vacant Vacant Volunt?ry Turnover Change in
Feb. Nov.  #of EEs Feb. 2023 Nov. 2023 Feb. Nov.  Separations Rate Vacancy Rate
2023 2023 ’ ’ 2023 2023

ACCOUNTANT o o 0 o
TRAINEE 1 1 1 2 2 50% 50% 1 100% 0.00%
ﬁCCOUNTING ADMR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
ACCT ADMIN 1/SUP 3 3 3 3 4 0% 18% 0 0.00% 17.58%
ACCT OF/SPL 6 6 8 14% 21% 0 0.00% 7.18%
AS ACCT ANLYST 5 4 5 5 6 0% 29% 0 0.00% 29.08%
QIS\IOL GOVRL PROG 99 94 97 128 133 20% 22% 2 2.07% 2.27%
ASO MANGMT o o o o
AUDITOR 1 1 1 5 2 80% 50% 0 0.00% 30.00%
ﬁIS\IOLTPERSONNEL 1 3 2 4 5 25% 20% 0 0.00% -5.00%
ATTORNEY 4 3 75% 67% 0 0.00% -8.33%
ATTORNEY Il 7 7 29% 29% 0 0.00% 0.00%
ATTORNEY IV 3 5 0% 40% 0 0.00% 40.00%
ASST CHIEF 0 o o o
COUNSEL 1 1 1 1 1 0% 0% 0 0.00% 0.00%
C.E.A. 9 7 8 9 9 0% 22% 1 12.50% 22.22%
CHIEF DEPT DIR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
DEPCHINV & E 0 1 1 1 1 100% 0% 0 0.00% -100.00%
DEP DIR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
DEPT DIR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
DEPT DIR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
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Class Title

Average

# of EEs

FTE
Established
Feb. 2023

FTE
Established
Nov. 2023

%
Vacant
Nov.
2023

Voluntary
Separations

Turnover
Rate

Change in
Vacancy Rate

DEPUTY DIRECTOR 1 1 0% 0% 1 100.00% 0.00%
DIRECTOR 1 1 0% 0% 0 0.00% 0.00%
:E/I:\J;ROG MGR 3 4 4 4 4 25% 0% 1 28.57% -25.00%
ENV PROG MGR I 1 1 1 1 1 0% 0% 0 0.00% 0.00%
ENV SCIENTIST 56 56 56 76 75 26% 25% 2 3.57% -0.99%
ETX’{E\%NMNTL 0 0 1 no FTE 100% N/A 1 0.00% N/A
GEN COUNSEL 1 1 1 1 1 0% 0% 0 0.00% 0.00%
GRAPHICD Il 1 0 1 1 1 0% 100% 0 0.00% 100.00%
INF OF I/SP 0 2 1 2 2 100% 0% 0 0.00% -100.00%
INFO TECH ASSOC 3 5 4 5 7 40% 29% 0 0.00% -11.43%
INFO TECH MNGR | 2 4 3 3 5 33% 20% 0 0.00% -13.33%
INFO TECH SPEC | 14 12 13 17 21 18% 43% 0 0.00% 25.21%
INFO TECH SPEC I 5 11 8 10 12 50% 8% 1 12.50% -41.67%
INFO TECH SPEC IlI 1 1 no FTE 1 N/A 0% 0 0.00% N/A
INFO TECH SUP 1l 3 3 3 3 4 25% 25% 0 0.00% 0.00%
:INFORMATN OFFCR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
INVESTIGATOR 37 53 45 37 62 40% 15% 2 4.44% -25.80%
LAB REL ANLYST 1 1 1 1 1 0% 0% 0 0.00% 0.00%
LAB ASSISTANT no FTE no FTE N/A N/A 1 N/A
OFF TECH (TYPING) 11 10 11 11 22 59% 54% 0 0.00% -5.30%
PERSNL SP 0% 50% 0 0.00% 50.00%
PERSONNEL TECH | 33% 0% 0 0.00% -33.33%
PROG TECH 100% 100% 0 0.00% 0.00%
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# of # of % %

FTE FTE ;

Class Title EEs EEs Average Established  Established Vacant Vacant Volunt_ary Turnover Change in
Feb. Nov. # of EEs Feb. 2023 Nov. 2023 Feb. Nov. Separations Rate Vacancy Rate
2023 2023 ’ ’ 2023 2023

PROG TECH II 6 5 6 6 7 14% 29% 0 0.00% 14.28%
PUBHLLABTCICA 0 0 0 0 1 100% 100% 0 0.00% 0.00%
PUBHLTHLABTIM 0 1 no FTE 100% N/A 0 N/A
RSI/CS 1 1 1 1 1 0% 0% 0 0.00% 0.00%
RSI/MS 1 0 1 1 0 0% 100% 0 0.00% 100.00%
RSII/CS 0 1 1 0 1 100% 50% 0 0.00% -50.00%
RSII/MS 2 1 2 2 1 0% 50% 0 0.00% 50.00%
RSIN/CS 3 3 3 3 3 0% 0% 1 33.33% 0.00%
RSI/MS 1 0 1 1 0 0% 100% 0 0.00% 100.00%
RSIV/CS 1 1 1 1 1 0% 0% 0 0.00% 0.00%
RSSUPII/F&D S 1 1 no FTE 1 N/A 0% 0 0.00% N/A
RSSUPII/CS 1 1 1 no FTE 0% N/A 0 0.00% N/A
RES DATA SPECLST | 1 1 1 1 1 0% 0% 0 0.00% 0.00%
SEN ENV SCI (SPEC) 7 9 8 7 11 13% 18% 0 0.00% 5.68%
SP INVSTGR 32 37 35 32 55 41% 33% 6 17.39% -8.01%
SR ACCT OF/SUP 0 0 0 0 0 100% 100% 0 0.00% 0.00%
SR ENV SCI (SUP) 14 14 14 14 16 13% 13% 0 0.00% 0.00%
SR PERSNL SP 1 0 1 1 1 0% 100% 0 0.00% 100.00%
ZLSDVS MANAGE 1 1 no FTE 1 N/A 0% 0 0.00% N/A
STAFF MGMT 0 o 0 ) o
AUDITOR 0 1 1 0 1 100% 0% 0 0.00% 100.00%
STAFF SER AN (GEN) 35 31 33 35 27 9% 26% 1 3.03% 16.56%
|STAFF SVS MANGER 36 38 37 36 44 5% 14% 0 0.00% 8.38%
STAFF SVS MGR IlI 5 5 5 5 5 0% 0% 0 0.00% 0.00%
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Class Title

Average

# of EEs

FTE
Established
Feb. 2023

FTE
Established
Nov. 2023

%
Vacant
Nov.
2023

Voluntary
Separations

Turnover
Rate

Change in
Vacancy Rate

STF SVS MGR II(MGR 1 1 1 1 1 0% 0% 0 0.00% 0.00%
STF SVS MGR II/SUP 9 9 9 9 10 10% 10% 0 0.00% 0.00%
SUP INV I/DCA 10 8 9 10 8 0% 0% 0 0.00% 0.00%
SUP INV 1I/DCA 3 2 3 3 2 0% 0% 0 0.00% 0.00%
SUP SP INV | 8 12 10 8 12 33% 0% 1 10.00% -33.33%
SUP SPINV I 4 4 4 4 4 0% 0% 0 0.00% 0.00%
SUP SPEC INVEST | 0 0 no FTE 2 N/A 100% 0 N/A
SUP SPEC INVEST I 1 1 no FTE 1 N/A 0% 0 0.00% N/A

EEs = Employees, No FTE = No established/funded FT during timeframes measured. Turnover rate was calculated by dividing the number of
voluntary separations across FY 2021/2022 and FY 2022/FY 2023 by the average number of employees in the classification. Change of Vacancy
Rate was calculated by subtracting % vacant in November 2023 by % vacant in February 2023, negative numbers indicate a decrease in the
vacancy rate over time whereas positive numbers indicate an increase in vacancy rates. Source: SCO MIRS Report dated February and November

2023
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APPENDIX C: DCC RETIREMENT ELIGIBILITY

This table lists the retirement eligibility of all DCC classifications.

% WITHIN 5
% 50+ YEARS YEARS OF AVERAGE YRS OF
CLASSIFICATION OoLD RETIREMENT STATE SERVICE
ACCOUNTANT TRAINEE 1 0% 0% 2.50
ACCOUNTING ADMRIII 1 0% 0% 23.75
ACCT ADMIN I/SUP 3 0% 0% 7.08
ACCT OF/SPL 7 0% 0% 5.01
AS ACCT ANLYST 4 0% 25% 4.02
ASO GOVRL PROG ANL 95 24% 3% 9.57
ASO MANGMT AUDITOR 1 100% 0% 18.58
ASO PERSONNEL ANLT 3 33% 0% 13.33
ATTORNEY 1 0% 0% 5.50
ATTORNEY Il 5 20% 20% 7.35
ATTORNEY IV 3 33% 33% 15.56
ATTY,ASST CHF CNSL 1 0% 0% 11.33
C.E.A. 10 20% 30% 15.03
CHIEF DEPT DIR 1 0% 100% 13.08
DEP CHINV & E 1 0% 100% 24.58
DEPUTY DIRECTOR (Exempt) 4 25% 0% 8.50
DIRECTOR 1 0% 0% 4.33
ENV PROG MGR I/SUP 4 0% 0% 10.27
ENV PROG MGR Il 1 0% 0% 4.17
ENV SCIENTIST 63 11% 8% 4.38
GEN COUNSEL 1 0% 0% 4.17
GRAPHICD I 0
INF OF I/SP 2 50% 0% 2.50
INFO TECH ASSOC 4 0% 0% 2.10
INFO TECH MNGR | 3 33% 0% 20.17
INFO TECH SPEC | 13 31% 23% 6.01
INFO TECH SPEC Il 9 44% 0% 8.65
INFO TECH SPECIII
INFO TECH SUP I 4 50% 50% 13.50
INFORMATN OFFCR Il 1 100% 0% 1.75
INVESTIGATOR 49 22% 12% 4.94
LAB REL ANLYST 1 0% 0% 8.50
OFF TECH (TYPING) 11 9% 18% 4.74
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% WITHIN 5

% 50+ YEARS YEARS OF AVE. YRS OF STATE
CLASSIFICATION OLD RETIREMENT SERVICE
PERSNL SP 1 0% 0% 3.83
PERSONNEL TECH | 1 0% 100% 1.08
PROG TECH 0
PROG TECH Il 6 17% 33% 3.99
PUB HL LAB TC | CA 0
RSI/CS 1 0% 100% 3.33
RSI/MS 1 0% 100% 1.50
RS11/CS 1 0% 0% 5.00
RSI/MS 1 0% 100% 5.58
RSI/CS 3 33% 0% 9.69
RSIN/MS 1 0% 100% 16.50
RSIV/CS 1 0% 0% 10.92
RSSUPII/F&D S 0
RES DATA SPECLST | 1 0% 100% 8.83
SEN ENV SCI (SPEC) 8 13% 0% 7.97
SP INVSTGR 27 7% 19% 7.65
SR ACCT OF/SUP 0
SR ENV SCI (SUP) 13 15% 8% 9.80
SR PERSNL SP 0
ST SVS MANAGE AUD 1 0% 0% 2.25
STAFF MGMT AUDITOR 1 0% 0% 11.33
STAFF SER AN 39 10% 18% 5.01
STAFF SVS MANGER | 40 23% 23% 9.25
STAFF SVS MGR Il 5 0% 40% 17.63
STF SVS MGR II(MGR 1 0% 100% 23.75
STF SVS MGR I1/SUP 9 11% 22% 13.34
SUP INV I/DCA 10 40% 20% 9.50
SUP INV 1I/DCA 2 50% 50% 6.29
SUP SP INV | 12 33% 8% 9.33
SUP SP INV I 4 25% 25% 11.38
SUP SPEC INVEST | 0
SUP SPEC INVEST I 0

EEs = Employees, Source: SCO MIRS report dated 08/2023, DCC organization charts dated 6/30/2023
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APPENDIX D: COMPETENCY MIODELS

This table lists the core and leadership competencies with definitions and key skills. Each competency
was assessed on a scale of 1 — 5 with 1 indicating novice and 5 indicating expert. See CalHR website for
more information on the proficiency level behavior indictors for each key skill.

Core Competency

Collaboration

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

Key Skills

Teamwork, Building
Relationships

Communication

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

Listening, Speaking, Writing

Customer Engagement

Creates a connection with internal and
external customers through positive

experiences and exceptional service in
response to current and future needs.

Service Centric

Digital Fluency

Use technology effectively in the performance
of one's job. Includes the integration and
acceptance of new technology when
appropriate.

Leverage Technology,
Information Security

Diversity and Inclusion

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

Fair and Equitable,
Openness, Respectful

Innovative Mindset

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

Creativity, Leverage
Opportunities, Intelligent
Risk-Taking, Continuous
Improvement, Problem
Solving

Interpersonal Skills

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

Emotional Intelligence,
Conflict Resolution,
Personal Credibility

Resilience

Leadership Competency

Business Acumen

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

Defined
Understands and demonstrates sound
judgment, fiscal competence, and
organizational business knowledge to optimize
the quality of operations and services.

Change Management,
Agility, Continual Learning

Key Skills
Financial Management,
Organizational and Business
Knowledge, Sound
Judgment, Governance

Inspirational Leadership

Energizes and creates a sense of direction,
purpose, excitement, and momentum for the
organization’s mission. Creates a positive work
environment offering clarity around goals and
objectives and ensuring that those who are led
work collaboratively to achieve results.

Mission Centric, Active
Engagement, Outcome
Focused, Develops and
Empowers

Results-Driven

Focuses efforts to efficiently achieve
measurable and customer-driven results

Decisiveness, Measures
Organizational Results,
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consistent with the organization's mission,
goals, and objectives.

Process Improvement,
Negotiation

Stewardship

Focuses on being responsible and accountable
for managing resources well, choosing to use
influence to serve the long-term collective
good of the public. Places public interests
above self-interests and focuses on the larger
purpose or mission of the organization.

Social and Environmental
Awareness, Resource
Management,
Organizational Knowledge,
Public Trust

Talent Management

Recruits, selects, and develops effectively to
retain world-class staff.

Train, Develop, Coach,
Recognition, Workforce
Planning, Recruitment and
Selection

Vision and Strategic
Thinking

Supports, promotes, and ensures alignment
with the organization's vision and values.
Creates a compelling future state of the unit or
organization. Understands how an
organization must change in light of internal
and external trends and influences.

Visionary, Alignment,
Change Leadership,
Strategic Mindset

Source: CalHR as of 9/2023
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APPENDIX D: COMPETENCY DATA

Incumbents in each of the listed classifications were asked to evaluate themselves on the core competencies and if a supervisor or manager their
leadership competencies. They were also asked to evaluate their job specific knowledge and skill and if not currently in a
supervisory/management position, to rate their supervisor and leadership capability. Supervisors were asked to evaluate these same
competencies for each classification.

Incumbent and Supervisor Rating of Job Specific Knowledge and Skill/Ability with Gap Ratings

Incumbent Rated Incumbent Rated Supervisor Supervisor Gap Gap
Classification Job Specific Job Specific Rated Rated Rating Rating
Knowledge (KS) Skill/Ability (S/A) Job Specific  Job Specific (KS) (S/A)
Knowledge  Skill/Ability
Accounting Administrator | (Supervisor) 4.00 4.00 4.00 4.00 0
Accounting Administrator Il 5.00 5.00 4.00 4.00 1
Accounting Officer (Specialist) 3.67 4.33 3.50 3.50 0.17 0.83
Attorney IlI 4.00 4.00 4.00 4.00 0
Attorney IV 5.00 5.00 5.00 5.00 0 0
Attorney, Assistant Chief Counsel 5.00 5.00 5.00 5.00 0 0
Environmental Program Manager | (Sup) 4.00 3.00 4.50 4.00 -0.5 -1
Environmental Program Manager I 4.00 4.00 5.00 5.00 -1 -1
Environmental Scientist 4.08 4.17 4.09 4.36 -0.01 -0.19
Information Officer II 5.00 5.00 * * * *
Information Technology Manager | 5.00 4.00 4.00 4.00 1 0
Information Technology Specialist | 3.67 4.33 3.00 3.50 0.67 0.83
Information Technology Specialist Il 4.25 4.25 4.67 4.33 -0.42 -0.08
Information Technology Supervisor Il 2.00 3.00 4.00 4.50 -2 -1.5
Personnel Specialist 4.00 4.00 4.00 4.00 0 0
Research Scientist |l * * 3.00 3.00 * *
Research Scientist IlI 5.00 4.00 3.00 3.00 2 1
Research Scientist IV * * 4.00 4.00 * *
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Incumbent Rated Incumbent Rated Supervisor Supervisor Gap
Job Specific Job Specific Rated Rated Rating

SR Knowledge (KS) Skill/Ability (S/A) Job Specific | Job Specific (KS)

Knowledge | Skill/Ability

Senior Environmental Scientist (Sup) 4.20 4.20 4.20 4.20 0 0
Senior Management Auditor 5.00 5.00 5.00 5.00 0 0
Staff Management Auditor 4.00 4.00 5.00 5.00 -1 -1
Staff Services Manager | (Sup) 4.33 4.44 4.17 4.33 0.16 0.11
Staff Services Manager 3.50 3.75 3.50 3.75 0 0
Staff Services Manager Il (Managerial) 4.00 4.00 4.00 4.00 0 0
Staff Services Manager Il 4.00 4.00 3.67 3.67 0.33 0.33
Supervising Investigator | * * * * * *
Supervising Investigator I 5.00 4.00 4.00 4.00 1 0
Supervising Special Investigator 4.00 4.00 4.00 4.00 0 0

* No data due to non-response to survey request

Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Ratings in red are lower than 3. Positive gap
ratings (green) indicate the average incumbent rating was higher than the average supervisor rating by at least 1, negative gap ratings (red) indicate that the average supervisor
rating was higher than the average incumbent rating by at least 1.

Incumbent Rated Core Competencies

Classification Collaboration Communication Erfgasgznn:;t F?L:il:\ily :?::Iirsilcf\r: InMnionv;st;\;e Inte;pkflzzonal Resilience
Acct. Admr. | 3.00 3.00 3.00 3.00 3.00 4.00 3.00 3.00
Acct. Admr. Il 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00
Acct. Officer 4.33 3.67 3.67 4.00 4.00 4.00 4.00 3.67
Attorney Il 4.00 5.00 4.00 3.00 4.00 4.00 5.00 5.00
Attorney IV 5.00 5.00 4.00 4.00 5.00 5.00 5.00 5.00
Asst. Chief Counsel 5.00 5.00 4.00 4.00 5.00 5.00 5.00 5.00
Environ. Prog. Mgr. | 3.00 4.00 2.00 3.00 5.00 3.00 3.00 3.00
Environ. Prog. Mgr. Il 4.00 4.00 3.00 2.00 4.00 4.00 5.00 3.00
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Customer Digital Diversity  Innovative Interpersonal

Classification Collaboration Communication SerEnE | Eveney | IhavEes Mindset Skills Resilience
Environ. Scientist 4.08 3.92 4.17 3.75 4.25 3.92 4.17 4.00
Information Officer Il 5.00 5.00 5.00 3.00 5.00 5.00 5.00 5.00
Info. Tech. Mgr. | 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00
Info. Tech. Spec. | 4.33 3.67 4.33 4.33 4.33 3.67 4.33 4.33
Info. Tech. Spec. Il 3.75 3.75 4.00 4.50 4.00 4.25 3.50 4.00
Info. Tech. Sup. Il 4.00 4.00 4.00 3.00 4.00 4.00 4.00 4.00
Personnel Spec. 4.00 4.00 5.00 3.00 4.00 2.00 3.00 4.00
Research Scientist Il * * * * * * * *
Research Scientist IlI 4.00 3.00 3.00 3.00 4.00 3.00 3.00 3.00
Research Scientist IV * * * * * * * *
Sr. Environ. Scientist 4.00 4.40 3.80 3.60 4.20 3.80 4.00 4.20
Senior Mgmt. Auditor 4.00 4.00 4.00 3.00 4.00 4.00 4.00 4.00
Staff Mgmt. Auditor 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00
SSM | (Sup) 4.44 4.33 4.44 3.67 3.78 4.00 4.22 4.11
SSM I 4.00 4.00 3.75 4.00 4.50 4.25 3.75 3.75
SSM Il (Managerial) 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00
SSM I 4.33 4.33 4.33 4.00 4.33 4.33 4.33 4.00
Sup. Investigator | * * * * * * * *
Sup. Investigator Il 4.00 4.00 4.00 4.00 4.00 5.00 5.00 4.00
Sup. Sp. Invest. I 4.00 3.00 4.00 4.00 4.00 4.00 4.00 5.00
Average Total 4.09 4.04 3.90 3.59 4.18 4.01 4.09 4.04

* No data due to non-response to survey request
Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Ratings in red are lower than 3.
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Supervisor Rated Core Competencies

Classification Collaboration Communication Customer Digital Divers.ity Inn9vative Interpgrsonal Resilience
Engagement Fluency Inclusion Mindset Skills

Acct. Admr. | 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00
Acct. Admr. Il 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00
Acct. Officer 4.00 4.00 4.50 4.50 4.50 3.50 4.50 4.00
Attorney Il 5.00 5.00 5.00 4.00 5.00 5.00 5.00 5.00
Attorney IV 5.00 5.00 5.00 5.00 5.00 5.00 5.00 5.00
Asst. Chief Counsel 5.00 5.00 5.00 3.00 5.00 4.00 5.00 5.00
Environ. Prog. Mgr. | 3.50 3.00 2.50 4.00 3.00 4.00 3.00 3.50
Environ. Prog. Mgr. Il 5.00 5.00 4.00 5.00 4.00 4.00 4.00 5.00
Environ. Scientist 4.55 3.82 4.36 4.18 4.45 3.91 4.18 4.18
Information Officer Il * * * * * * * *
Info. Tech. Mgr. | 3.00 4.00 3.00 4.00 4.00 4.00 4.00 4.00
Info. Tech. Spec. | 4.00 3.50 4.00 4.00 3.50 3.00 4.00 3.00
Info. Tech. Spec. Il 4.00 4.00 4.00 433 4.00 4.00 3.67 4.00
Info. Tech. Sup. Il 3.50 4.00 4.50 3.50 3.50 3.50 4.00 4.00
Personnel Spec. 4.00 3.00 4.00 3.00 4.00 3.00 4.00 3.00
Research Scientist Il 1.00 2.00 3.00 3.00 1.00 2.00 1.00 2.00
Research Scientist llI 2.00 2.00 2.00 2.00 2.00 2.00 2.00 2.00
Research Scientist IV 2.00 3.00 4.00 4.00 1.00 2.00 2.00 3.00
Sr. Environ. Scientist 4.40 4.40 4.20 4.00 4.20 3.80 4.40 4.20
Senior Mgmt. Auditor 5.00 5.00 5.00 4.00 5.00 4.00 5.00 5.00
Staff Mgmt. Auditor 5.00 5.00 5.00 4.00 5.00 5.00 5.00 5.00
SSM | (Sup) 4.33 4.00 4.33 3.83 4.17 3.67 4.33 4.50
SSM I 4.00 3.75 3.75 3.75 4.00 4.00 3.75 4.25
SSM 1l (Managerial) 4.00 3.00 4.00 4.00 5.00 3.00 4.00 4.00
SSM I 3.67 4.00 3.67 3.67 3.67 3.67 3.33 3.33
Sup. Investigator | * * * * * * * *
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Classification

Collaboration

Communication

Customer

Digital

Diversity
Inclusion

Innovative
Mindset

Interpersonal
Skills

Resilience

Engagement

Fluency

Sup. Investigator Il 4.00 4.00 3.00 3.00 4.00 3.00 3.00 3.00
Sup. Sp. Invest. I 4.00 3.00 3.00 4.00 4.00 3.00 4.00 4.00
Average Total 3.92 3.86 3.95 3.84 3.88 3.62 3.85 3.92

* No data due to non-response to survey request
Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Ratings in red are lower than 3.

Gap Ratings of Core Competencies

Collab. " Customer Digital Dlvers.lty Innovative Interpersonal Resilience
e . Communication Inclusion , .
Classification Gap . Engagement Fluency Mindset Skills Gap
. Gap Rating . . Gap . . .
Rating Gap Rating Gap Rating e Gap Rating Gap Rating Rating
Acct. Admr. | -1 -1 -1 -1 -1 0 -1 -1
Acct. Admr. |l 0 0 0 0 0 0 0 0
Acct. Officer 0.33 -0.33 -0.83 -0.5 -0.5 0.5 -0.5 -0.33
Attorney llI -1 0 -1 -1 -1 =1 0 0
Attorney IV 0 0 -1 -1 0 0 0 0
Asst. Chief Counsel 0 0 -1 1 0 1 0 0
Environ. Prog. Mgr. | -0.5 1 -0.5 -1 2 -1 0 -0.5
Environ. Prog. Mgr. Il -1 -1 -1 -3 0 0 1 -2
Environ. Scientist -0.47 0.1 -0.19 -0.43 -0.2 0.01 -0.01 -0.18
Information Officer Il * * * * * * * *
Info. Tech. Mgr. | 1 0 1 0 0 0 0 0
Info. Tech. Spec. | 0.33 0.17 0.33 0.33 0.83 0.67 0.33 1.33
Info. Tech. Spec. II -0.25 -0.25 0 0.17 0 0.25 -0.17 0
Info. Tech. Sup. Ii 0.5 0 -0.5 -0.5 0.5 0.5 0 0
Personnel Spec. 0 1 1 0 0 Il -1 1
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Diversity

Collab. . Customer Digital . Innovative  Interpersonal Resilience
Classification Gap Communlc.atlon Engagement Fluency Inclusion Mindset Skills Gap

Rating Gap Rating Gap Rating Gap Rating ? Gap Rating Gap Rating Rating
Research Scientist || * * * * * * * *
Research Scientist IlI 2 1 1 1 2 1
Research Scientist IV * * * * * * * *
Sr. Environ. Scientist -0.4 0 -0.4 -0.4 0 0 -0.4 0
Senior Mgmt. Auditor -1 -1 -1 -1 -1 0 -1 -1
Staff Mgmt. Auditor -1 -1 -1 0 -1 -1 -1 -1
SSM | (Sup) 0.11 0.33 0.11 -0.16 -0.39 0.33 -0.11 -0.39
SSM I 0 0.25 0 0.25 0.5 0.25 0 -0.5
SSM Il (Managerial) 0 1 0 0 -1 1 0 0
SSM 1l 0.66 0.33 0.66 0.33 0.66 0.66 1 0.67
Sup. Investigator | * * * * * * * *
Sup. Investigator Il 0 0 1 1 0 2 2
Sup. Sp. Invest. |l 0 0 1 0 0 1 0

* No data due to non-response to survey request

Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Positive gap ratings (green) indicate the average
incumbent rating was higher than the average supervisor rating by at least 1, negative gap ratings (red) indicate that the average supervisor rating was higher than the average
incumbent rating by at least 1.
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Incumbent Rated Leadership Competencies

Classification Business Inspiratior.\al Res.ults- Sl Talent Vision and
Acumen Leadership Driven Management  Strategic Thinking

Accounting Administrator | 4.00 4.00 4.00 4.00 3.00 3.00
Accounting Administrator Il 4.00 4.00 4.00 4.00 4.00 4.00
Attorney, Assistant Chief Counsel 5.00 5.00 5.00 5.00 5.00 5.00
Environmental Program Manager | (Sup) 4.00 3.00 4.00 3.00 3.00 3.00
Environmental Program Manager | 3.00 3.00 3.00 4.00 3.00 3.00
Information Officer Il 4.00 5.00 5.00 5.00 4.00 5.00
Information Technology Manager | 4.00 4.00 4.00 4.00 5.00 4.00
Information Technology Supervisor Il 3.00 3.00 3.00 2.00 3.00 3.00
Senior Environmental Scientist 3.40 3.80 3.60 3.60 3.40 3.80
Senior Management Auditor 4.00 5.00 4.00 4.00 4.00 4.00
Staff Services Manager | 3.56 3.89 3.78 3.67 3.44 3.56
Staff Services Manager Il 4.00 4.00 4.00 4.00 4.25 3.75
Staff Services Manager Il (Managerial) 3.00 4.00 4.00 4.00 3.00 4.00
Staff Services Manager I 4.00 4.00 4.00 4.00 4.00 4.00
Sup Investigator Il 4.00 4.00 4.00 4.00 4.00 4.00
Supervising Special Investigator 4.00 4.00 4.00 4.00 4.00 4.00

Average Total 3.81 3.98 3.96 3.89 3.76 3.82

Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Ratings in red are lower than 3.
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Supervisor Rated Leadership Competencies

Business Inspirational  Results- Talent Vision and

Classification Stewardship

Acumen Leadership Driven Management  Strategic Thinking

Accounting Administrator | 4.00 4.00 4.00 4.00 4.00 4.00
Accounting Administrator Il 4.00 4.00 4.00 4.00 4.00 4.00
Attorney, Assistant Chief Counsel 5.00 5.00 5.00 5.00 5.00 5.00
Environmental Program Manager | (Sup) 3.00 2.50 3.00 3.00 3.50 3.50
Environmental Program Manager || 5.00 5.00 5.00 5.00 5.00 4.00
Information Officer Il * * * * * *
Information Technology Manager | 4.00 4.00 4.00 4.00 4.00 4.00
Information Technology Supervisor II 2.50 3.50 4.00 3.50 3.50 3.50
Senior Environmental Scientist 3.40 3.80 3.40 4.00 3.80 3.60
Senior Management Auditor 5.00 4.00 5.00 5.00 4.00 4.00
Staff Services Manager | 3.67 4.17 3.50 4.33 3.67 2.83
Staff Services Manager | 3.75 3.75 4.00 4.25 4.00 4.00
Staff Services Manager Il (Managerial) 3.00 3.00 3.00 3.00 3.00 3.00
Staff Services Manager IlI 3.67 3.33 3.33 3.67 3.00 3.33
Sup Investigator || 3.00 3.00 4.00 4.00 4.00 3.00
Supervising Special Investigator I 3.00 3.00 3.00 4.00 3.00 2.00
Average Total 3.73 3.74 3.88 4.05 3.83 3.58

** No data due to non-response to survey request
Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Ratings in red are lower than 3.
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Gap Ratings of Leadership Competencies

Business Inspirational Results- . Talent Vision &

Classification Acumen Leadership Driven Stewards:hlp Management Str.ate'g|c

Gap Rating Gap Rating  Gap Rating Gap Rating Gap Rating Thmk”?g

Gap Rating
Accounting Administrator | 0.00 0.00 0.00 0.00 -1.00 -1.00
Accounting Administrator Il 0.00 0.00 0.00 0.00 0.00 0.00
Attorney, Assistant Chief Counsel 0.00 0.00 0.00 0.00 0.00 0.00
Environmental Program Manager | (Sup) 1.00 0.50 1.00 0.00 -0.50 -0.50
Environmental Program Manager -2.00 -2.00 -2.00 -1.00 -2.00 -1.00
Information Officer II * * * * * *

Information Technology Manager | 0.00 0.00 0.00 0.00 1.00 0.00
Information Technology Supervisor II 0.50 -0.50 -1.00 -1.50 -0.50 -0.50
Senior Environmental Scientist 0.00 0.00 0.20 -0.40 -0.40 0.20
Senior Management Auditor -1.00 1.00 -1.00 -1.00 0.00 0.00
Staff Services Manager | -0.11 -0.28 0.28 -0.66 -0.23 0.73
Staff Services Manager 0.25 0.25 0.00 -0.25 0.25 -0.25
Staff Services Manager Il (Managerial) 0.00 1.00 1.00 1.00 0.00 1.00
Staff Services Manager |l 0.33 0.67 0.67 0.33 1.00 0.67
Sup Investigator Il 1.00 1.00 0.00 0.00 0.00 1.00
Supervising Special Investigator I 1.00 1.00 1.00 0.00 1.00 2.00

** No data due to non-response to survey request

Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of knowledge/skill. Positive gap ratings (green) indicate the average
incumbent rating was higher than the average supervisor rating by at least 1, negative gap ratings (red) indicate that the average supervisor rating was higher than the average
incumbent rating by at least 1.
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Incumbent and Supervisor Rated Supervisory and Leadership Capability

Supervisory capability was defined as the capability to take on supervisory responsibilities, including staff management (delegation, performance
management, guiding work), overall work unit organization and management, holding self and staff accountable for outcomes; and interacting
with the customer and resolving problems. Leadership capability was defined as the capability to apply organizational and business knowledge
to the operations of one or more units or programs; ability to inspire and promote change or alignment with current vision, mission, and goals;
promoting fiscal responsibility, ensuring sufficient staffing, and guiding the overall department to measurable and customer-focused results.

Incumbent Incumbent Supervisor Rated Supervisor Rated
Classification Ratgd Rated . Supervisory Leadership SE ,Gap LC G_ap

Supe!’\'/lsory Lead‘e‘rshlp Capability (SC) Capability (LC) Ratings Rating

Capability (SC)  Capability (LC)

Accounting Officer (Specialist) 3.67 4.00 3.50 3.50 0.17 0.5
Attorney llI 3.00 3.00 3.00 3.00 0 0
Attorney IV 4.00 3.00 5.00 5.00 -1 -2
Environmental Scientist 3.25 3.42 2.90 3.00 0.35 0.42
Information Technology Specialist | 4.00 4.00 3.00 3.00 1 1
Information Technology Specialist Il 3.50 3.75 3.00 3.30 0.5 0.45
Personnel Specialist 1.00 1.00 1.00 2.00 0 -1
Research Scientist Il * * 1.00 1.00 * *
Research Scientist IlI 3.00 3.00 1.00 1.00 2 2
Research Scientist IV * * 2.00 2.00 * *

** No data due to non-response to survey request

Rating Scale 1-5, Novice, Basic, Intermediate, Advanced, Expert with higher numbers indicating a higher level of capability. Ratings in red are lower than 3. Positive gap ratings
(green) indicate the average incumbent rating was higher than the average supervisor rating by at least 1, negative gap ratings (red) indicate that the average supervisor rating

was higher than the average incumbent rating by at least 1.

DCC WORKFORCE AND SUCCESSION PLAN JUNE 2024

52




APPENDIX F: ACTION PLAN

All of the following initiatives align with Priority #4, Organizational Culture, of the DCC Strategic Plan as well as the identified Risk #1, Workforce
Planning, in the SLAA Report.

Responsible
Person(s)

Initiative

Performance Indicators Due Date

One to Two Year Initiatives

Complete a workforce plan outlining workforce
strategies and implementation priorities and establisha | Succession
governance committee to ensure successful Management

DCC Implementation of the workforce plan
Leadership, [and the establishment of a governance July 2024

) . . HR Branch |committee to maintain the plan.
implementation and maintenance of the plan.

. . . . Improved turnaround time in
Examine current hiring processes to identify

. . .. , Recruitment recruitments. December
opportunities to improve efficiency and effectiveness, . HR Branch . .
. Underutilization Improved applicant pools and recruitment 2024
and then implement changes. o
capability.
Create process, tools, and databases to capture new Retention, DCC .
. . o . . JAtransaction data base and data capture | December
hire and separation data to aid in future Succession Leadership, ) . .
. . process exists and is being used. 2024
workforce/succession planning efforts. Management | HR Branch

Percentage of recruitments completed in

Develop monitoring/evaluation processes for new Recruitment, Personnel [standard timeframe. b b
. . . . . . ecember
recruitment, onboarding, and entrance/exit survey Retention Analyst, HR |Ratings from onboarding survey. 2024
procedures. Underutilization Branch Increased use of exit survey results across
all DCC.
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Target recruitment strategies for the occupational

More diverse applicant pools.
Reduced underutilization in the

program policies, decisions, and activities; etc.

L e A e Recruitment . , December
groups with significant underutilization prioritizing - HR Branch [occupational codes of Business
Underutilization . . . 2024
diverse applicant pools. Operations, Physical Scientists, and Law
Enforcement Officers.
Improved employee morale.
Establish more effective communication pathways to Retention, bee Reduction in repetitive or unclear December
ensure consistent messaging, staff engagement, and General . lcommunications.
N Leadership . 2025
staff recognition. Support Increased leadership awareness of staff
concerns.
Develop a more robust recruitment plan to identify . .
. ) Improved applicant pool size.
recruitment sources and methods that will ensure . . . .
. . . Recruitment Improved applicant quality (hires). December
quality candidate pools for DCC technical program areas. L HR Branch ) .
. . . Underutilization Collection of relevant applicant data (e.g., 2025
Provide more recruitment support for those Divisions
. ) . how they heard about DCC).
that are particularly struggling to recruit.
Percentage of employees with completed
and timely performance appraisals.
Develop an employee performance evaluation that Retention, DCC Supervisors trained on how to provide December
includes rating training for supervisors and an employee| Succession Leadership, [accurate ratings and the potential bias 2025
recognition policy and program. Management | HR Branch (that can occur in the evaluation process
Addition of a rating gap analysis in current
performance management system.
Develop a knowledge data base in each Branch and/or Deput
epu
program area that retains institutional memory and ] puty .
e . . . Knowledge Directors |Percentage of program areas with December
facilitates business continuity with such tools as:
. . . . . Transfer /Branch  |knowledge data bases. 2025
transition binders; stakeholder contact lists; historical Leaders
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Three to Five Year Initiatives

Create and implement a succession management

DCC

Risks identified on Workforce Plan are
addressed.

Implementation of the succession

Succession December
program to encourage knowledge transfer and develop Leadership, [management plan outlining key KSAs and
. Management N 2026
current staff competencies. HR Branch |positions.
Development of an internal pool of skilled
applicants to compete for vacated
positions.
Succession .
. . . Training
Explore, develop, and implement a job rotation/cross- Management, Coordinator Number of employees rotated/cross December
training process. Knowledge " ltrained. 2026
HR Branch
Transfer
Employee .
) . Training
Develop a mentoring program to preserve institutional | Development, . December
Coordinator, [Number of employees mentored.
knowledge. Knowledge 2027
HR Branch
Transfer
. Retention, Training  [Percentage of employees with completed
Develop an employee engagement survey, analysis, and . December
. General Coordinator, [surveys.
reporting process. . o 2027
Support HR Branch |Action plan to follow-up on findings.
Documentation of clear training program
curriculum, training pathways.
. Training
Develop training program processes to assess needs and| Employee . . . December
. . . . Coordinator, [Survey of staff and supervisors assessing
develop curriculum in an ongoing fashion. Development . i 2028
HR Branch |whether training needs are being met and

resulting in improved performance.
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Regular completion of training needs
assessments and alignment of curriculum
with classification needs.

This could be aligned with individual
performance planning processes.

Knowledge Creation of effective staffing model to
Transfer, bee ensure appropriate coverage of workload
Conduct an organization wide workload study to Succession Leadershi needs. December
construct a staffing model. Management, P 2028
HR Branch ) .
General Acceptance of staffing model by decision
Support makers/key stakeholders.
Conduct a career path review and develop an .
o . S . Training .
organizational ladder within each division and branch to| Succession Coordinator Percentage of program areas with clear December
identify upward mobility and career ladder options for | Management HR Branch " lcareer plans. 2028

employees.

Digitally signed by Nicole Elliott
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APPENDIX G: COMMUNICATION PLAN
The DCC workforce and succession plan will be shared with all DCC employees. The plan will be discussed at DCC all-staff meetings when they
are scheduled. The managers and supervisors will be tasked with discussing the plan with their staff at their staff meetings and allow staff to ask

guestions and receive answers about the workforce and succession plan. Managers will demonstrate how the workforce plan connects to their
program’s strategic plan and discuss how this plan will benefit each employee and DCC

Trainin
Accountable S Target al .I 2
Party(ies) Role(s)/Responsibility(ies) Date(s) Required
¥ (Yes/No)
Director Executive Sponsor/Responsible for supporting communication of the plan. July 2024 No
Chief Deputy Executive Sponsor/Responsible for overall communication of the activities and benefits of Ongoing No
Director workforce/succession planning to DCC employees and stakeholders, and implementation of the plan.
Department Ambassadors/Responsible for communicating and supporting the plan within their respective departments
Directors and and programs in their staff meetings. May also be responsible for development and implementation or Ongoing Yes
Deputy Directors support of specific initiatives.
Administration . . . . L .
. . Plan oversight/Responsible for ensuring that the action plan and timelines are implemented and that the HR .
Services Division . . Ongoing Yes
Chief manager and staff have resources needed. Provide quarterly reports to Senior Staff.
Human Resources Initiatives oversight/Responsible for development and implementation of specific initiatives, and for assisting
Manager with producing quarterly reports and workforce/ succession planning communication material for the Chief Ongoing Yes
& Deputy Director.
Training/Workforce I . . . . e .
Pla:'mling/ Initiatives oversight/Responsible for development and implementation of specific initiatives, and for producing Ongoin Yes
. & quarterly reports and workforce/ succession planning communication material for the Chief Deputy Director. going
Coordinator
Managers and Supporters/Responsible for communicating the plan to employees in staff meetings, participating in initiatives, Ongoin Yes
Supervisors and demonstrating to employees how the plan connects to their program’s strategic plan. going
Employees Participants in workforce plan initiatives. Ongoing Yes
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APPENDIX H: ORGANIZATIONAL CHART
Organizational chart as of 06.01.2023
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Department of

Cannabis Control
CALIFORNIA

EEO
SSM 1l (Managerial)

EXECUTIVE DIVISION (110/120)

Director
Nicole Elliott
(Exempt)
592-110-5542-001

Po-Wen Leung
592-120-4969-001

AGPA
Brian Anderson
592-120-5393-800

AGPA
Ravindar Singh

592-110-5393-802

General Counsel
Matthew Lee

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

SSM | (Spec)

Stacey O’Brien
592-110-4800-002

(Exempt)
592-110-5483-001

6/1/2023
FY 22/23
Total DCC Authorized PYs: 626
Total Executive Division Authorized PYs: 7
Unit 110: 5
Unit 120: 2

Administration
Deputy Director
— CEA
Melissa Eidson
592-210-7500-001

Compliance
Deputy Director
CEA
Jeff Merriman
592-310-7500-001

Enforcement
Deputy Director
CEA
William Jones (PEACE
OFFICER)
592-410-7500-001

Information
Technology Services
Deputy Director
CEA
Sean O’Connor
592-610-7500-001

Laboratory Services
Deputy Director
CEA
Tanisha Bogans
592-710-7500-001

Licensing
Deputy Director
CEA
Chiamin Cheng
592-910-7500-001

Public Affairs
Deputy Director
Maria Luisa Cesar
(Exempt)
592-510-5503-001

Policy & Research
Deputy Director
CEA
Jacqueline Campion
592-130-7500-001

Government Affairs

Note: Deputy Directors are included in their respective
division’s authorized PY count

CEA
Robin Foemmel Bie
592-910-7500-907

Equity and Inclusion
Deputy Director
Eugene Hillsman

(Exempt)
592-160-5421-001

Deputy Director
Angela Hill
(Exempt)
592-150-5396-001

Legal Affairs
Deputy Director
Chief Counsel
Tamara Colson
(Exempt)
592-810-5482-001

Director Date
Division Designee Date
HRB Staff Date



Department of 6/1/2023
Cannabis Control POLICY & RESEARCH DIVISION by 23/23
CALIFORNIA Total DCC Authorized PYs: 626

Total Policy & Research Division Authorized PYs: 6

Director
Nicole Elliott
(Exempt)
592-110-5542-001

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

Policy & Research
Deputy Director, CEA B
Jacqueline Campion
592-130-7500-001

SSM |
Shannon George SSM | (Spec)
592-130-4800-001 Devin Gray
| 592-130-4800-002
AGPA

Margaret Goldbar
592-130-5393-800

AGPA
VACANT
592-130-5393-801

AGPA
VACANT
592-130-5393-802 Director Date
Division Designee Date

HRB Staff Date



Department of

Cannabis Control

CALIFORNIA

EQUITY & INCLUSION DIVISION

6/1/2023
FY 22/23
Total DCC Authorized PYs: 626

Total Equity & Inclusion Division Authorized PYs: 3

Director
Nicole Elliott
(Exempt)
592-110-5542-001

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

Equity and Inclusion

Deputy Director
Eugene Hillsman
(Exempt)
592-160-5421-001

SSM | (Spec)
VACANT
592-160-4800-002

AGPA
Robert Clayborn
592-160-5393-800

Director Date
Division Designee Date
HRB Staff Date



Department of

Cannabis Control

CALIFORNIA

GOVERNMENT AFFAIRS DIVISION

6/1/2023
FY 22/23
Total DCC Authorized PYs: 626

Total Government Affairs Division Authorized PYs: 4

Director
Nicole Elliott
(Exempt)
592-110-5542-001

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

Government Affairs

Deputy Director
Angela Hill
(Exempt)
592-150-5396-001

SSM | (Spec)
Dawn Gordon
592-150-4800-001

SSM | (Spec)
Asael Sala
592-150-4800-002

AGPA
Reina Miller
592-150-5393-800

Director

Date

Division Designee

Date

HRB Staff

Date



ADMINISTRATION DIVISION 6/1/2023
FY 22/23

Total DCC Authorized PYs: 626

Department of

Cannabis Control Director Jhe R :
Nicole Elliott Total Administration Division Authorized PYs: 69
CALIFORNIA (Exempt)

592-110-5542-001 Total Administration Blanket Positions: 2

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

*Blanket Position

SSM | (Spec)
Victoria Schnapp
592-210-4800-001

Administration
Deputy Director, CEA B
Melissa Eidson
592-210-7500-001

AGPA
Melinda Dalziel
592-210-5393-001

Human Resources Branch
Staff Services Manager IlI
Kristi Sutton
592-240-4802-001

Financial Management Branch
Staff Services Manager IlI
Tanya Silva
592-220-4802-001

Operations Branch
Staff Services Manager IlI
Laura Barlow
592-230-4802-001

Personnel Office -
Budgets Office Staff Services Manager II Procurgment Section
Staff Services Manager Il Keri DeGraw Staff Se'rwces Manager Il
Brandon Creel 592-240-4801-001 Marie Marcellana
592-220-4801-001 592-230-4801-001

Accounting Office
Acct Administrator Il
Tracy Contreras
592-220-4542-001

SSM | (Spec)
Janine Pomales
592-220-4800-001

SSM | (Spec)
Gail Berman
592-220-4800-002

AGPA
VACANT
592-220-5393-800

AGPA
Randy Davis
592-220-5393-801

l

Accounts Receivable Unit
Acct Administrator | (Sup)
Julia Her
592-220-4549-003

Accounts Payable Unit
Acct Administrator | (Sup)
Andres Rosales
592-220-4549-002

FiSCal Reporting &
Payroll Unit
Acct Administrator | (Sup)
Yurika Jimenez
592-220-4549-001

Position Control &
Compliance Unit
SSM |
Renae Vasquez
592-240-4800-004

Classifications &
Recruitment Unit
SSM |
VACANT
592-240-4800-002

Assoc Acct Analyst
Bhupinderjit Virk
592-220-4588-005

Accounting Officer (Spec)
Huyen Nguyen
592-220-4546-002

Accounting Officer (Spec)
Jessica Gomez
592-220-4546-004

Accounting Officer (Spec)
Cuiwen Ou
592-220-4546-005

oT
VACANT
592-220-1139-003

Assoc Acct Analyst
Karissa Bolivar
592-220-4588-002

Accounting Officer (Spec)
Edgar Navarro
592-220-4546-003

Accounting Officer (Spec)
Dai Truong
592-220-4546-007

Accounting Officer (Spec)
Katie Yee
592-220-4546-008

Account Trainee
Janet Perez
592-220-4179-001

oT
VACANT
592-220-1139-005

Sen Acct Officer (Sup)
VACANT
592-220-4569-003

Associate Acct Analyst
VACANT
592-220-4588-001

Associate Acct Analyst
Gurpreet Athwal
592-220-4588-003

Associate Acct Analyst
Maria Chato
592-220-4588-004

Accounting Officer (Spec)
Allen Saeteurn
592-220-4546-001

Account Trainee
VACANT
592-220-4179-002

AGPA
VACANT
592-240-5393-805

APA
VACANT
592-240-5142-814

SSA
Averi Goodenough
592-240-5157-810

APA
Camille Costa
592-240-5142-002

APA
Melana Callejon
592-240-5142-811

SSA
Ariana Littles
592-240-5157-001

Personnel Tech
Jayme Hansen
592-240-5160-001

Personnel Tech
Lorraine Cabe
592-240-5160-002

Exams, Training,

Workforce & Planning

Unit
SSM |
Brandi Walker
592-240-4800-001

Transactions Unit
SSM |
Katie Henry
592-240-4800-003

Employee Relations
Unit
SSM |
VACANT
592-240-4800-006

AGPA
Melody McLean
592-240-5393-812

SSA
Katie Martin
592-240-5157-803

SSA
VACANT
592-240-5157-800

oT
Isaac Cueva
592-240-1139-001

Sen. Personnel
Specialist
Daryl Anne Gomez
592-240-1317-001

Personnel Specialist
Tiare Lopez
592-240-1303-001

Personnel Specialist
VACANT
592-240-1303-002

Personnel Tech
VACANT
592-240-5160-003

Acquisitions Office
SSM |
Jort Lijklema
592-230-4800-002

Office of Grants
Management
SSM I*

Sara Banchero
592-260-4800-907

Business Services
Office
SSM |
Paul Bedal
592-230-4800-001

Labor Relations
LRA
Leslie Pomeroy
592-240-9529-001

Performance
Management
APGA
VACANT
592-240-5393-804

Health & Safety
AGPA
Courtney Candate
592-240-5393-813

AGPA
VACANT
592-230-5393-800

AGPA
Christopher Vang
592-230-5393-801

AGPA
Merci Heu
592-230-5393-802

AGPA
VACANT
592-230-5393-803

AGPA
Bryan Yamamoto
592-230-5393-804

AGPA*
Erika Bradley
592-260-5393-907

AGPA
VACANT
592-230-5393-805

AGPA
VACANT
592-230-5393-807

SSA
Brianna Fizulic
592-230-5157-806

oT
D’Juana Your
592-230-1139-001

Director Date

Division Designee Date

HRB Staff Date



Department of

Cannabis Control
CALIFORNIA

COMPLIANCE DIVISION (310/330)

Director
Nicole Elliott
(Exempt)

592-110-5542-001

Chief Deputy Director
Rasha Salama

(Exempt)

592-110-5592-001

Compliance
Deputy Director, CEAB
Jeff Merriman
592-310-7500-001

6/1/2023
FY 22/23

Total DCC Authorized PYs: 626
Total Compliance Division PYs: 172

Unit 310 PYs: 1
Unit 320 PYs: 64
Unit 330 PYs: 93
Unit 340 Pys: 14

Investigative Services Branch

CEAA

Tabatha Chavez
592-330-7500-001

- Moressa Lindsey
592-330-5393-801

AGPA

Office 1
SSHI
Jose Barajas

592-330-8545-001

OT (T)

VACANT
592-330-1139-003

Office 2
SSIHI
Daniel Briot
592-330-8545-002

Office 3
SSIH
Juan Ordaz

592-330-8545-003

Office 4
SSHI
Janet Ruiz

592-330-8545-004

OT (T)
- VACANT

592-330-1139-004

Bay Area Unit
SSI
Aric Engkabo
592-330-8549-003

No. Eastern Unit
SSIH
Misty Rhoads
592-330-8549-001

Sl
Kevin Johnson
592-330-8612-012

SI
VACANT
592-330-8612-016

Sl
Denis Rakitskiy
592-330-8612-023

Sl
Steven Rodriquez
592-330-8612-025

S|
VACANT
592-330-8612-038

Sl
Matthew McLean
592-330-8612-040

Sl
Todd Cogle
592-330-8612-006

N
Amy Vasquez
592-330-8612-035

Sl
Jennifer Ostrowski
592-330-8612-039

Cannabis
Enforcement
Program Unit

SSHI
Johnathon Silva
592-330-8549-012

LA Unit |
SSIHI
Monica Li
592-330-8549-004

LA Unit Il
SSII
Philip Saraff
592-330-8549-009

So. Central Unit
SSI
VACANT
592-330-8549-006

Central Coast Unit
SSI
Harley Voss
592-330-8549-008

S
VACANT
592-330-8612-004

S
VACANT
592-330-8612-011

Sl
Nicolaus
Katsounakis
592-330-8612-013

S
VACANT
592-330-8612-024

S|
VACANT
592-330-8612-030

S
VACANT
592-330-8612-041

S
VACANT
592-330-8612-042

S
VACANT
592-330-8612-003

Sl
Jeffrey Routsong
592-330-8612-026

Sl
Guadalupe Sanchez
592-330-8612-027

N
VACANT
592-330-8612-045

Sl
Michael Allee
592-330-8612-002

N
VACANT
592-330-8612-046

N
VACANT
592-330-8612-047

N
VACANT
592-330-8612-053

N
VACANT
592-330-8612-054

Sl
Ann Kuhn
592-330-8612-014

SI
Aaron Lew
592-330-8612-015

Sl
Jacob Nuhols
592-330-8612-021

Sl
Samantha Lehnhoff
592-330-8612-010

N
VACANT
592-330-8612-022

Sl
Wendell Smith
592-330-8612-029

Sl
Mason Sperakos
592-330-8612-032

Complaints Unit
SSM |
Kristina Delgado
592-330-4800-001

Mendo/Lake Unit
SSI
Travis White
592-330-8549-010

AGPA
Jocelyn Campos
592-330-5393-800

AGPA
Nicole Criss
592-330-5393-802

AGPA
Patricia Nigro
592-330-5393-804

AGPA
VACANT
592-330-5393-808

SSA
Monica Favreau
592-330-5157-001

SSA
Andrew Dillen
592-330-5157-807

oT
VACANT
592-330-1139-001

N
VACANT
592-330-8612-018

S|
Jaime Masuda
592-330-8612-019

N
VACANT
592-330-8612-043

N
VACANT
592-330-8612-044

Central Valley Unit
SSI
Nephtali Lopez
592-330-8549-011

Sl
Traci Lucchesi
592-330-8612-017

S
VACANT
592-330-8612-048

S
VACANT
592-330-8612-049

S
VACANT
592-330-8612-050

Special Projects
Unit
SSIH
Nadalie Meadows-
Martin
592-330-8549-005

S|
Cindy Croyts-
Schooley
592-330-8612-007
S|
Adrienne Mueller
592-330-8612-020

Sl
Isabel Sanchez
592-330-8612-028

S|
Robert Topping
592-330-8612-033

SSA
llijana Petricevic
592-330-5157-002

PTII
VACANT
592-330-9928-001

Humboldt Unit
SSI
Ashtyn Campbell
592-330-8549-002

Greater Sac Unit
SSI
John Thomas
592-330-8549-007

N
VACANT
592-330-8612-005

N
VACANT
592-330-8612-034

Sl
Emily Walker
592-330-8612-037

N
VACANT
592-330-8612-051

N
VACANT
592-330-8612-052

Sl
Mario Alfaro
592-330-8612-001

N
VACANT
592-330-8612-008

Sl
Karina Duenas
592-330-8612-009

Sl
Abraham Sotelo
592-330-8612-031

Sl
Marco Vasquez
592-330-8612-036

Associate
Manag. Auditor
VACANT
592-330-4159-001

Associate
Manag. Auditor
VACANT
592-330-4159-002

Associate
Manag. Auditor
VACANT
592-330-4159-003

Admin Office
SSM |
Corey Schimeck
592-330-4800-002

AGPA
Margarita Rabago
592-330-5393-806

AGPA
lan Halligan
592-330-5393-810

AGPA
Samantha Sawasaki
592-330-5393-811

SSA
Jonathan Huynh
592-330-5157-803

oT
Joshua Adger
592-330-1139-002

Director

Division Designee

HRB Staff




Department of

Cannabis Control
CALIFORNIA

1

Chief Deputy Director
Rasha Salama, (Exempt)
592-110-5592-001

Compliance
Deputy Director, CEAB
Jeff Merriman
592-310-7500-001

COMPLIANCE DIVISION (320/340)

Director
Nicole Elliott, (Exempt)
592-110-5542-001

6/1/2023
FY 22/23

Total DCC Authorized PYs: 626
Total Compliance Division PYs: 172

Unit 310 PYs: 1
Unit 320 PYs: 64
Unit 330 PYs: 93
Unit 340 PYs: 14

Environmental Compliance and

Manufacturing Safety Branch
Environmental Program Manager |l
Zarha Ruiz
592-320-0769-001

Manufacturing Safety Office
Environmental Program Manager |
Renee Meyer
592-320-0756-001

Remediations & Recalls

Unit
Sr. ES (Sup)
Jeffrey Takahashi
592-320-0764-004

No. Cal Unit
Sr.ES (Sup)
Janice Jurado
592-320-0764-003

Bay Area Unit
Sr. ES (Sup)
Rachel Ezard
592-320-0764-002

San Diego Unit
Sr. ES (Sup)
Michael Bordeaux
592-320-0764-001

Environmental Compliance Office

Environmental Program Manager |
Erin Wonder
592-320-0756-002

Sr. ES (Spec)
VACANT
592-320-0765-003

ES
Alice Nguyen
592-320-0762-019

ES
Thuan Phan
592-320-0762-023

ES
VACANT
592-320-0762-031

ES
Garrett Solin
592-320-0762-032

AGPA
Thong Phan Quang
592-320-5393-801

Sr. ES (Spec)
Matthew Khosh
592-320-0765-004

ES
Monica Bueno
592-320-0762-003

ES
Emerson Kanawi
592-320-0762-011

ES
Lisa Rutherford
592-320-0762-012

ES
Fiona Mattson
592-320-0762-017

ES
VACANT
592-320-0762-033

ES
Tameji Eames
592-320-0762-007

ES
Kaite Potts
592-320-0762-016

ES
Nicholas Nguyen
592-320-0762-020

ES

Jonathan Pamintuan

592-320-0762-022

Unit 1
Sr.ES (Sup)
VACANT
592-320-0764-007

LA/Central Unit
Sr. ES (Sup)
Tedd Yargeau
592-320-0764-006

Regions 1 & 3
Unit
Sr. ES (Sup)
Michael Vella
592-320-0764-005

Region 2 Unit
Sr. ES (Sup)
VACANT
590-320-0764-008

Sr. ES (Spec)
VACANT
592-320-0765-001

ES
Matthew Rice
592-320-0762-025

ES
Zachary Teachout
592-320-0762-027

ES
Towfiqur Khan
592-320-0762-029

ES
VACANT
592-320-0762-038

Sr.ES (Spec)
VACANT
592-320-0765-005

Sr. ES (Spec)
Eileen Del Rosario
592-320-0765-006

ES
VACANT
592-320-0762-041

ES
VACANT
592-320-0762-042

ES
VACANT
592-320-0762-043

ES
VACANT
592-320-0762-044

ES
Nolan Avery
592-320-0762-002

ES
Shaun Clawson
592-320-0762-004

ES
VACANT
592-320-0762-005

ES
VACANT
592-320-0762-009

ES
Long Lai
592-320-0762-014

ES
Jacquelyn Lam
592-320-0762-015

ES
Madison McDonald
592-320-0762-037

Sr. ES (Spec)
Colin Coltrane
592-320-0765-002

ES
John Andersen
592-320-0762-001

ES
Cann Doan
592-320-0762-006

ES
Elizabeth Hussar
592-320-0762-010

ES
Evgenia Kineva
592-320-0762-013

ES
Andriy Melnik
592-320-0762-018

ES
Cassandra Lopez
592-320-0762-034

ES
VACANT
592-320-0762-035

ES
Robert Hogan
592-320-0762-008

ES
Paul Oviatt
592-320-0762-021

ES
Laura Powell
592-320-0762-024

ES
Marlen Richmond
592-320-0762-026

ES
Shannon
Walkenhauer
592-320-0762-028

ES
Callum Theobold
592-320-0762-030

ES
Eric LeBlanc
592-320-0762-036

AGPA
VACANT
592-320-5393-800

oT
Jared Barry
592-320-1139-003

oT
VACANT
592-320-1139-004

oT
Cindy Vue
592-320-1139-005

CCTT Services Office

SSM I
Stephanie Dorminey
592-340-4801-001

SSA

Lisa Rossetti
592-340-5157-002

Field Support Unit
SSM |
Paula Mays
592-340-4800-002

Administrative
Services Unit
SSM |
Kimberly
Washington
592-340-4800-001

AGPA
Christopher Burdick
592-340-5393-805

AGPA
Zachary Scully
592-340-5393-806

AGPA
Brandon Acker
592-340-5393-807

AGPA
Rachel Genus
592-340-5393-808

SSA
Roberto Lopez
592-340-5157-001

AGPA
Carlene Dandridge
592-340-5393-800

AGPA
Antoinette Munoz
592-340-5393-801

AGPA
Natasha Newman
592-340-5393-802

AGPA
Amanda Vue
592-340-5393-803

AGPA
Nolin Prasad
592-340-5393-804

Director Date
Division Designee Date
HRB Staff Date




Department of
Cannabis Control

CALIFORNIA

ENFORCEMENT DIVISION

Director
Nicole Elliott
(Exempt)

592-110-5542-001

Chief Deputy Director

592-110-5592-001

Rasha Salama
(Exempt)

AGPA (LT)*
Brandon Powers
592-410-5393-907

Deputy Director, CEA B

592-410-7500-003

Enforcement
William Jones

(Peace Officer)

6/1/2023
FY 22/23

Total DCC Authorized PYs: 626
Total Enforcement Division PYs: 87
Total Enforcement Blanket Positions: 10

*Blanket Position

Law Enforcement Branch
Deputy Chief,
Investigations & Enfor.
VACANT
592-410-8483-001

Northern Region Office
Supervising Investigator Il

Charles Smith
592-420-8597-003

LA Metro Region Office
Supervising Investigator Il

Wilson Linares
592-420-8597-002

Special Operations
Unit
Supervising
Investigator |
Allan Hall
592-420-8596-010

Sacramento Unit
Supervising
Investigator |
Erin McAtee
592-420-8596-002

Northern MET Unit
Supervising
Investigator |
George Tiongson
592-420-8596-004

Los Angeles | Unit
Supervising
Investigator |
Jorge Paz
592-420-8596-009

Southern/Central Region

Office

Supervising Investigator Il

Robert Casas
592-420-8597-001

Los Angeles Il Unit
Supervising
Investigator |
Sarah Smiley
592-420-8596-008

Southern MET Unit

Supervising
Investigator |
Lawrence Oriee
592-420-8596-007

Investigator
Corey Harris
592-420-8610-007
Investigator
Johnathan Lun
592-420-8610-020
Investigator
Michaelray Paulino
592-420-8610-037

Investigator
Karl Birusingh
592-420-8610-002
Investigator
David DeMuri
592-420-8610-004
Investigator
Kristofer McClintock|
592-420-8610-012
Investigator
Christopher
McGrew
592-420-8610-013
Investigator
Dennis Prizmich
592-420-8610-023
Investigator
Michael Wang
592-420-8610-031
Investigator
VACANT
592-420-8610-038

oT
VACANT
592-420-1139-006

Investigator
Christopher Boals
592-420-8610-003

Investigator

VACANT
592-420-8610-014

Investigator

VACANT
592-420-8610-017

Investigator

Christine Rodriguez
592-420-8610-025

Investigator

Jackson Siphan
592-420-8610-027

Investigator

Bradley Mello
592-420-8610-039

Investigator

Stefan Carlson
592-420-8610-040

Investigator
VACANT
592-420-8610-005
Investigator
Steven Bakewell
592-420-8610-021
Investigator
Michael Turk
592-420-8610-030
Investigator
VACANT
592-420-8610-041
Investigator
Dylan Smiley
592-420-8610-042
Investigator
Erik Mireles
592-420-8610-043
Investigator
VACANT
592-420-8610-044

oT
VACANT
592-420-1139-001

Investigator
VACANT
592-420-8610-026
Investigator
Humberto Irigoyen
592-420-8610-028
Investigator
Vaughn Gaboudian
592-420-8610-032
Investigator
Amariz Vorzimer
592-420-8610-049
Investigator
VACANT
592-420-8610-050
Investigator
VACANT
592-420-8610-051
Investigator
Hector Lobos
592-420-8610-052

Investigator
VACANT
592-420-8610-001
Investigator
Tony Urich
592-420-8610-018
Investigator
VACANT
592-420-8610-033
Investigator
Benjamin
Herskowitz
592-420-8610-045
Investigator
VACANT
592-420-8610-046
Investigator
Ehren Nehira
592-420-8610-047
Investigator
Richard Arvizu
592-420-8610-048

Law Enforcement

Support Unit
SSM |

Megan Kiefer
592-410-4800-001

Professional
Standards Unit
Supervising
Investigator |
Adam Iremonger
592-420-8596-001

Backgrounds Unit
Sup Special Inv |
(RA)*
Alberto Perez
592-420-8549-907

Orange Unit
Supervising
Investigator |
Michael Tucker
592-420-8596-005

Inland Empire Unit
Supervising
Investigator |
Braulio Nol

592-420-8596-003

Eresno Unit
Supervising
Investigator |
Kevin Mclnerney
592-420-8596-006

Investigator
Joshua Garcia
592-420-8610-006
Investigator
VACANT
592-420-8610-010
Investigator
Ralph Naso
592-420-8610-016
Investigator
Jose Razo
592-420-8610-024
Investigator
Steven Hart
592-420-8610-034
Investigator
Adriane
Luttenbacher
592-420-8610-054
Investigator
Heather Palmer
592-420-8610-055

oT
Nerida Dempsey
592-420-1139-002

Investigator
Lauren Hannon
592-420-8610-008
Investigator
Lusio Reyes
592-420-8610-009
Investigator
Allen Manning
592-420-8610-011
Investigator
Derek Myers
592-420-8610-015
Investigator
Daniel Pence
592-420-8610-022
Investigator
Michael Cardenas
592-420-8610-029
Investigator
Antonio Juarez
592-420-8610-056

oT
Caitlin Maya
592-420-1139-005

Investigator
Abraham Ruiz
592-420-8610-057
Investigator
Osvaldo Maldonado
592-420-8610-058
Investigator
Alonso Gutierrez
592-420-8610-059
Investigator
VACANT
592-420-8610-060
Investigator
Christopher George
592-420-8610-061
Investigator
Cesar Cardenas
592-420-8610-062
Investigator

Salvador Betancourt

592-420-8610-063

Investigator
Kelly Parino
592-420-8610-019
Investigator
Faren Taffere
592-420-8610-035
Investigator
Michael Poore
592-420-8610-036

AGPA
Theresa Morazzini
592-420-5393-801

AGPA

VACANT
592-420-5393-802

SI (RA)*

Jeff Ramos
592-420-8612-907
SI (RA)*
Michael Kania
592-420-8612-907
SI (RA)*
Pedro Leon
592-420-8612-907
SI (RA)*
Craig Potter
592-420-8612-907
SI (RA)*
Karyn Dunn
592-420-8612-907
SI (RA)*

Lee Cotter
592-420-8612-907

AGPA
Chelsea Ruble
592-410-5393-801

SSA
Ting Berghoffer-Pires
592-410-5157-001

SSA (LT)*
Krystal Childs
592-410-5157-907

SSA (LT)*
Veronica Bermudez
592-410-5157-907

oT
Jesus Lara-Lopez
592-410-1139-001

Director Date
Division Designee Date
HRB Staff Date




6/1/2023
FY 22/23
Total DCC Authorized PYs: 626
Total Public Affairs Division Authorized PYs: 20

PUBLIC AFFAIRS DIVISION

Department of
Cannabis Control

Director

CALIFORNIA Nicole Elliott
(Exempt)

592-110-5542-001
|

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

Public Affairs

Deputy Director AGPA
Maria Luisa Cesar 1 Alexander Skondras
(Exempt) 592-510-5393-803
592-510-5503-001

Public Services Branch
CEAA
Cassandra DiBenedetto
592-510-7500-001

SSA
= Mariah Ramos
592-510-5157-001

Digital Projects Office

Media Relations Office

- IT Specialist Il
Info Officer Il Catherine Foss Education & Outreach Customer Service
David Hafner 592-510-1414-001 Section Section
592-510-5595-001 SSM | SSM |
IT Specialist Il Nina Lemke Katie O’Brien
Info Officer | (Spec) Mukhtar Mukhtar 592-510-4800-001 592-510-4800-003

Moorea Warren
592-510-5601-001

Info Officer | (Spec)
Julien Rodarte
592-510-5601-002

592-510-1414-002

Graphic Designer Il
VACANT
592-510-2885-001

AGPA
VACANT
592-510-5393-800

AGPA
Yen Tang
592-510-5393-801

AGPA
VACANT
592-510-5393-802

AGPA
VACANT
592-510-5393-804

SSA
David Rasul
592-510-5157-002

SSA
Jacarri Brown
592-510-5157-003

SSA
Leonard Lithen N
592-510-5157-004 Director Date
Prog Tech |
VACANT — -
592-510-9927-001 Division Designee Date
HRB Staff Date



INFORMATION TECHNOLOGY SERVICES (ITS)

6/1/2023
Department of DIVISION FY 22/23
i Total DCC Authorized PYs: 626
Cannabis Control Director Total ITS Division Authorized PYs: 39
CALIFORNIA Nicole Elliott
(Exempt)

592-110-5542-001
I

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

Information Technology

AGPA Services
Stephanie Poletti Deputy Director, CEAB
592-610-5393-801 Chief Information Officer

Sean O’Connor
592-610-7500-001

IT Application Branch

IT Manager | Project
Infrastructure & Tommy Chi Management &
Information Security Enterprise Services 592-620-1405-001 Admin Office
Office Branch IT Supervisor Il
IT Manager | IT Manager | Chl:iSt'Ophef
Donovan Dutt Cimicata
Dolores Raco 592-640-1405-002 592-620-1404-003
592-640-1405-001 haad B N - T
M—APE CCTT Project Office
| Support Qﬁlce IT Supervisor Il Project
| IT Supervisor Il Priscilla Moss Ma_l_na ement
IT Specialist Il IT Operations Office Elaine Voong 592-620-1404-002 IT Soecialist |
Michael Barry IT Supervisor Il CLEAR App Lead 592-620-1404-001 p
R I VACANT
592-640-1414-001 ay Peart IT Specialist 11 [
592-640-1404-001 Ratan (Ron) Daniel 592-620-1402-015
IT Specialist Il I 592-620-1414-001 IT Specialist | S G
Sr Contracts/
VACANT | Le Chau ’L °."|"a.°ts
592-640-1414-002 App Leads CLEaR App CDFA App 592-620-1402-001 “egistation f’t'lf’"l
Reporting Svs Lead Telecom IT Specialist Il IT Specialist | IT Specialist | IT Specialist
IT Specialist Il Desktop Support - Brian Smith kS Sukhdeep Malhotra IT Specialist | Jared Hara
> — IT Specialist | Mark Sanctuary - 592-620-1402-003
Rajneel Ram IT Specialist | Steven Alfaro 592-620-1414-002 592-620-1402-007 592-620-1402-004 Robert Chikasawa
592-640-1414-003 Brandon Menge 592-640-1402-003 592-620-1402-002 )
592-640-1402-001 IT Specialist Il IT specialist | IT Specialist | P“'CT‘T"’Z'“ & ‘i“d et
- ssociate
GIS Lead o Net/Serv VACANT Mark Cooper Russell Pyle IT Specialist | Jobeth Vu
IT Specialist Il IT Specialist | T Specialist | 592-620-1414-003 592-620-1402-010 592-620-1402-006 Dennis Pangilinan
Redmond Charan Bryan Evans Jamis Roper 592-620-1402-005 592-620-1401-002
592-640-1414-004 592-640-1402-002 502-640-1402-004 IT Sy.)et:lallst 1l Testing IT Specialist | . o
Keri Stevens IT Associate Robert Takemori IT Specialist |
'IT Assouate‘ IT Associate 592-620-1414-004 Haarika Mudunuri 592-620-1402-008 Aparna Throvagunta
Nicholas Martin _E90- . 592-620-1402-009
592-640-1401-005 Joe Hester 592-620-1401-001 o
6401400 592-640-1401-004 IT Specialist |
VACANT
Web Ser\'nces 592-620-1402-013 Director Date
IT Associate
VACANT IT Specialist |
592-640-1401-001 LingLing Zhu
592-620-1402-014 — -
Division Designee Date

HRB Staff Date



LABORATORY SERVICES DIVISION 6/1/2023
— FY 22/23
ol Ell Total DCC Authorized PYs: 626
DEPO rtment of N(CET:nE:tc),tt Total Laboratory Division Authorized PYs: 40
Cannabis Control 592-110-5542-001

CALIFORNIA '
Chief Deputy Director

Rasha Salama
(Exempt)
592-110-5592-001
|
Laboratory
Deputy Director, CEA B AGPA
Tanisha Bogans Daniel Webster
592-710-7500-001 592-710-5393-800

Cannabis Testing Regulatory Branch
Laboratory Branch Environmental Program AGPA
Research Scientist Manager | (Sup) — Brandi Farrel
Supervisor Il (CS) Alanna Viegas 592-740-5393-800

VACANT
592-720-5650-001

Research Scientist Il (CS)
VACANT
592-720-5581-002

Public Health Lab Tech |
(Cs)
VACANT
592-720-7886-001

Research Scientist 11l (MS)
Olivera Marjanovic
592-720-5599-001

Research Scientist Il (MS)
VACANT
592-720-5587-001

Research Scientist Il (MS)
Phoi Tran
592-720-5587-002

Research Scientist Il (CS)
VACANT
592-720-5581-001

Research Scientist | (CS)
Amy Vo
592-720-5576-001

Research Scientist IV (CS)
Yun Wang
592-720-5608-001

Research Scientist 11l (CS)
Miaotian Sun
592-720-5591-001

Research Scientist 11l (CS)
Lijun Zhang
592-720-5591-002

Research Scientist | (MS)
Christopher DeMarco
592-720-5578-001

AGPA
Shoole Sabeghi
592-720-5393-800

ES
VACANT
592-720-0762-001

592-740-0756-001

Enforcement Unit
Sr. ES (Sup)
Allison Patterson
592-740-0764-001

Licensing Unit
Sr. ES (Sup)
Alyssa De La Rosa
592-740-0764-002

Sr. ES (Spec)
John Bruce
592-740-0765-001

ES
Brian Lee
592-740-0762-002

ES
Cindy Palomar
592-740-0762-004

ES
Indochine Thao
592-740-0762-006

SSA
Howard Anderson
592-740-5157-001

Research Scientist IIl (CS)
Gyunghoon Hong
592-740-5591-001

ES
William Albano
592-740-0762-001

ES
Gabriela Mendiola
592-740-0762-003

ES
Sherrie Tse
592-740-0762-005

SSA
VACANT
592-740-5157-002

Compliance Assistance/
Audit Unit

Sr. ES (Sup)
Mojdeh Tehrani
592-740-0764-003

CCTT Metric Unit
Sr. ES (Sup)
VACANT
592-740-0764-004

ES
VACANT
592-740-0762-007

ES
Stacey Fry
592-740-0762-008

ES
Heather Despres
592-740-0762-011

ES
William Forbes
592-740-0762-012

ES
VACANT
592-740-0762-009

ES
VACANT
592-740-0762-010

ES
VACANT
592-740-0762-013

ES
VACANT
592-740-0762-014

Director

Date

Division Designee

Date

HRB Staff

Date



Department of
Cannabis Control

CALIFORNIA

LEGAL AFFAIRS DIVISION

Director
Nicole Elliott
(Exempt)
592-110-5542-001

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001

Legal Affairs
Deputy Director
Tamara Colson
(Exempt)
592-810-5482-001

Attorney Services Office
Assistant
Chief Counsel
Sara Gardner
592-830-5871-001

Attorney IV
Peggy Campbell
592-830-5780-001

Attorney IV
Lindsay Herrick
592-830-5780-002

Attorney IV
Freda Lin
592-830-5780-003

Attorney llI
John (Paul) Atienza
592-830-5795-001

Attorney Ill
Jason Hurtado
592-830-5795-002

Attorney Il
VACANT
592-830-5795-003

Attorney llI
Angela Mcintire
592-830-5795-004

Attorney llI
Raymond Tuason
592-830-5795-005

Attorney llI
Kellie Vasen
592-830-5795-006

Attorney Il
VACANT
592-830-5795-007

Attorney
VACANT
592-830-5778-001

Attorney
VACANT
592-830-5778-002

Attorney
Emily Vernon
592-830-5778-003

Legal Support Office
SSM |

Kaila Fayne
592-810-4800-001

6/1/2023
FY 22/23
Total DCC Authorized PYs: 626
Total Legal Affairs Division Authorized PYs: 24
Total Legal Affairs Blanket Positions: 1

Senior Mgt Auditor (RA)*
Christian Okoye
592-820-4161-907

Audits Office
Staff Mgt Auditor
Eric Colwell
592-820-4160-001

AGPA
Charisse Diaz
592-810-5393-800

AGPA
VACANT
592-810-5393-801

SSA
Ashlynn Blackshire
592-810-5157-001

SSA
Lullette McManus
592-810-5157-002

oT
Randy Allen
592-810-1139-001

Assoc. Mgt Auditor
Kyle Eurie
592-820-4159-001

Staff Services Mgt Auditor
Aaliyah Monroe
592-820-5841-801

*Blanket Position

Director Date

Division Designee Date

HRB Staff Date




Department of
Cannabis Control

CALIFORNIA

LICENSING DIVISION (910/920)

Licensing Branch

Director
Nicole Elliott
(Exempt)
592-110-5542-001
I

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001
I

AGPA
Kara Poteat
592-910-5393-801

Management & Support

CEA* Licensing
Robin Foemmel Bie Deputy Director, CEAB |
592-910-7500-907 Chiamin Cheng

592-910-7500-001
i

oT
VACANT
592-910-1139-001

Application Review Office
SSM I

Adrienne Florez
592-920-4801-003

Application
Processing Unit A
SSM |
Nicole Bringas
592-920-4800-014

Application
Processing Unit B
SSM |

Lizzette Aguayo
592-920-4800-004

Application

Processing Unit C
SSM |

Rebecca Harris
592-920-4800-008

Equity Application

Processing Unit
SSM |

Thomas Proulx
592-920-4800-013

AGPA
Megan Warter
592-920-5393-807

AGPA
Chariss Cardenas-
Miller
592-920-5393-826

AGPA
Yulia Oliynyk
592-920-5393-840

AGPA
Sinh Nguyen
592-920-5393-849

SSA
VACANT
592-920-5157-800

PTII
Linh Ha Le
592-920-9928-006

Student Assistant*
LiLian Young
592-920-4870-907

J

AGPA
Raquel Regalado
592-920-5393-837

AGPA
Karen Robison
592-920-5393-839

AGPA
Anthony Valadez
592-920-5393-851

AGPA
Melody Claussen-
Furry
592-920-5393-860

SSA
Lydia Adjakole
592-920-5157-008

PTII
Luis Garcia
592-920-9928-001

Student Assistant*
Alejandro Cuellar
592-920-4870-907

Student Assistant*
Wenhao Wu
592-920-4870-907

AGPA
Anna Hostler
592-920-5393-823

AGPA
Johnny Phan
592-920-5393-834

AGPA
Natasha Velasquez
592-920-5393-852

AGPA
Kishka Wesley
592-920-5393-853

SSA
Shannon Barry
592-920-5157-002

PTII
Tumara Cervantes
592-920-9928-004

AGPA
Patrick Bates
592-920-5393-805

AGPA
Anna Meyers
592-920-5393-806

AGPA
Adrian Cea-Avila
592-920-5393-811

AGPA
Vivian Dobson
592-920-5393-817

AGPA
VACANT
592-920-5393-843

PT1I
Kayla Santora
Walker
592-920-9928-005

Student Assistant*
Madison Scott
592-920-4870-907

Student Assistant*
Jennifer Becker
592-920-4870-907

Student Assistant*
Marissa Childers
592-920-4870-907

Licensing Branch
SSM il

Veronica Daniel
592-920-4802-002

oT
Roxanne Garnace
592-920-1139-002

Total DCC Authorized PYs: 626
Total Licensing Division PYs: 155
Unit 910 PYs: 3
Unit 920 PYs: 124
Unit 940 PYs: 28
Total Licensing Blanket Positions: 10

6/1/2023
FY 22/23

1

Licensing Review Office
SSM I

Melissa Robinson
592-920-4801-001

Post Licensing Unit
SSM |

Lisabeth Cader
592-920-4800-001

AGPA
Van Cordero
592-920-5393-813

AGPA
Gina Delarosa
592-920-5393-816

AGPA
Kibby Robinson
592-920-5393-838

AGPA
Michael Ugenti
592-920-5393-850

AGPA
VACANT
592-920-5393-862

License
Modifications Unit
SSM |
Gregory
Donkerbrook
592-920-4800-007

AGPA
Christine Castillo
592-920-5393-810

AGPA
Kewonna Murry
592-920-5393-828

AGPA
Dominique Morris
592-920-5393-829

SSA
Erin Rauh
592-920-5157-001

SSA
Donna Brown
592-920-5157-010

PTII
Mui Dieng
592-920-9928-003

Licensing Action
Unit
SSM |
Rachna Sharma
592-920-4800-005

CORI/Ownership Review

Office
SSM 1l
Laura Meeks
592-920-4801-005

CORI & Ownership
Review Unit A

SSM |
Janet Zimmer
592-920-4800-011

CORI & Ownership
Review Unit B
SSM |
Dania King
592-920-4800-009

AGPA
Kelli Helzer
592-920-5393-822

AGPA
Jennifer Tatge
592-920-5393-844

AGPA
VACANT
592-920-5393-859

SSA
Christopher Hoang
592-920-5157-014

AGPA
Danielle Carmassi
592-920-5393-809

AGPA
Laurel Houle
592-920-5393-824

AGPA
Gina Parodi
592-920-5393-831

AGPA
James Peacock
592-920-5393-833

AGPA
Teresa Dang
592-920-5393-861

SSA
Jenna Rodriguez
592-920-5157-011

PTII
Sharon Chilton
592-920-9928-002

CORI & Ownership
Review Unit C
SSM |
Benjamin Gale
592-920-4800-015

AGPA
VACANT
592-920-5393-808

AGPA
Regina Espinosa
592-920-5393-819

AGPA
Sarah Defazio
592-920-5393-821

AGPA
Teresa Jansson
592-920-5393-825

AGPA
Kristine Allott
592-920-5393-803

AGPA
Meryl Marttinen
592-920-5393-814

AGPA
Satina Davis
592-920-5393-815

AGPA
Sharqueya Drake
592-920-5393-818

*Blanket Position

SSA SSA -
Johanna Condra Yuan Chang Director Date
592-920-5157-009 592-920-5157-801
SSA SSA Division Desi Dat
Nicole Enriquez Timothy Do Ivision besignee ate
592-920-5157-012 592-920-5157-013
HRB Staff Date



Department of
Cannabis Control

CALIFORNIA

LICENSING DIVISION (920)

Policy & Resource Branch

Director
Nicole Elliott
(Exempt)
592-110-5542-001

Chief Deputy Director
Rasha Salama
(Exempt)
592-110-5592-001
I

Management & Support
CEA* Licensing

Robin Foemmel Bie|--- Deputy Director, CEA B

592-910-7500-907 Chiamin Cheng

592-910-7500-001

Policy & Resource Branch
Staff Services Manger 1l
VACANT
592-920-4802-001

oT
VACANT —
592-920-1139-003

6/1/2023
FY 22/23
Total DCC Authorized PYs: 626
Total Licensing Division PYs: 155
Unit 910 PYs: 3
Unit 920 PYs: 124
Unit 940 PYs: 28
Total Licensing Blanket Positions: 10

Division Resource
Office
SSM I
Kimberly Gillies
592-920-4801-004

Policy & Outreach
Office
SSM I
Dana Eagle
592-920-4801-002

Resource
Management Unit
SSM |
Brenna Cerecedes
592-920-4800-002

AGPA
VACANT
592-920-5393-812

AGPA
Jennifer Salguero
592-920-5393-848

AGPA
Carrie Powers
592-920-5393-866

SSA
Shelly Adcock
592-920-5157-021

Eureka Unit
SSM |
Kelsay Shackelford
592-920-4800-010

*Blanket Position

Licensing System
Office
SSM I
Rianne Lockhart
592-920-4801-006

RDS |
Jeffrey Hemenway
592-920-5742-001

So. Cal Unit Policy & Regulation Licensing Outreach
SSM | Unit Unit
Brian Le SSM | SSM |

592-920-4800-016

AGPA
VACANT
592-920-5393-830

SSA
Lyssa Quilatan
592-920-5157-006

oT
Joshua Downey
592-920-1139-006

oT
Logan Bates
592-920-1139-008

oT
Christopher Ly
592-920-1139-009

AGPA
Russell Poag
592-920-5393-835

SSA
Alyssa Campbell
592-920-5157-842

SSA
Michael DeJohn
590-920-5157-003

oT
Ryan Jones
592-920-1139-001

Jessica DilLorenzo
592-920-4800-006

Gaganpreet Chima
592-920-4800-003

SSA
Jasmine Aguilar
592-920-5157-004

SSA
June Flowers
592-920-5157-857

SSA
Tachina Alexander
592-920-5157-856

oT
VACANT
592-920-1139-007

System
Development &
Maintenance Unit
SSM |
Briana Schnabel
592-920-4800-018

Incident
Management &
Training Unit
SSM |
Paul Whelan
592-920-4800-012

AGPA
Jalisha Stephens
592-920-5393-845

AGPA
Mylei Tran
592-920-5393-847

AGPA
Melissa Brokken
592-920-5393-863

AGPA
VACANT
592-920-5393-867

SSA
John Marx
592-920-5157-005

AGPA
Kelly Armstrong
592-920-5393-804

AGPA
Khadija Golden
592-920-5393-820

AGPA
Aimee Paschane
592-920-5393-832

AGPA
Thanh To
592-920-5393-836

AGPA
Mikaela Vincent-
Lipkin
592-920-5393-868
SSA

VACANT
592-920-5157-018

Licensing Special
Project Unit
SSM | (Spec)

AGPA
Benny Ly
592-920-5393-827

AGPA
VACANT
592-920-5393-854

AGPA
Henry Espana
592-920-5393-865

AGPA
Michelle Dang
592-920-5393-841

SSA
Ivette Castellanos
592-920-5157-019

AGPA
Corrina Castaneda
592-920-5393-802

AGPA
Dung Tran
592-920-5393-846

AGPA
Eric Sweeting
592-920-5393-864

SSA
VACANT
592-920-5157-020

Danica Moroz
592-920-4800-017

Director Date
Division Designee Date
HRB Staff Date



LICENSING DIVISION (940)

Director 6/1/2023
Department of Nicole Elliott FY 22/23
Cannabis Control st o1 Total DCC Authorized PYs: 626

CALIFORNIA . Total Licensing Division PYs: 155
Chief Deputy Director Unit 910 PYs: 3
Rasha Salama Unit 920 PYs: 124
(Exempt) Unit 940 PYs: 28

592-110-5592-001 . . .
- Total Licensing Blanket Positions: 10

Licensing
Deputy Director, CEA B
Chiamin Cheng
592-910-7500-001
I
Environmental Evaluation Office

EPM |

Lindsay Rains
592-940-0756-001

CEA*
Robin Foemmel Bie
592-910-7500-907

*Blanket Position

oT
VACANT —
592-940-1139-001

Environmental
Evaluation Unit A
Senior ES (Sup)
Kevin Ponce
592-940-0764-002

Environmental
Evaluation Unit B
Senior ES (Sup)
Eva Olin
592-940-0764-001

Senior ES (Spec)
Aliza Santos
592-940-0765-002

Senior ES (Spec)
Sarah Wassmund
592-940-0765-003

Environmental
Evaluation Unit C
Senior ES (Sup)
Caitlin Hengeveld
592-940-0764-003

Environmental
Evaluation Unit D
Senior ES (Sup)
David Strunk
592-940-0764-004

Senior ES (Spec)
Elizabeth Mitrovic
592-940-0765-005

Senior ES (Spec)
Trevor Cleak

ES 592-940-0765-001
Austin Ambrose ES
592-940-0762-001 Mathew Gamble B ES (LT)*
592-940-0762-002 Tia Heu Calvin Yee

592-940-0762-003

ES 592-260-0762-907
Jeremy Robinson ES
592-940-0762-007 Michael Keys ES ES (LT)*
592-940-0762-004 Laurel Rhodes Chris Bacon

ES
Peter Buchman
592-940-0762-008

ES
Jacob Schmitz
592-940-0762-009

ES
Michael Montanus
592-940-0762-005

ES

Beverly Grisez White

592-940-0762-010

592-940-0762-006

ES
Tiffany Adorno
592-940-0762-017

ES
Karin Linnen
592-940-0762-018

592-260-0762-907

ES (LT)*
Timothy Nosal
592-260-0762-907

ES

Patricia Basaldua ES
Sanchez Summer Hoy Director Date

592-940-0762-011 592-940-0762-013

ES ES . . . .

Haley Walters Marta Tewodros Division Designee Date

592-940-0762-012 592-940-0762-014

ES ES HRB Staff Date

Matthew Willats
592-940-0762-015

Victoria Alison
592-940-0762-016




CONTACT INFORMATION

DEPARTMENT OF CANNABIS CONTROL
2920 Kilgore Road
Rancho Cordova, CA 95670

Melissa Eidson, Deputy Director
Administration Division
916-502-3655
melissa.eidson@cannabis.ca.gov
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