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Introduction 

The purpose of our Enterprise Workforce Plan is to ensure FTB consistently has the right people 
in the right place at the right time. 

As of January 2021, roughly 30% of key leadership was eligible to retire within five years. This 
risk remains the same into 2022 and is projected to increase. The question is – are we ready? 
While FTB’s decision-makers in Key Leadership are critical to the business continuity of FTB’s 
mission, the talent pipeline is equally as important – our managers, supervisors, and rank and 
file staff.  

With the pandemic, workforce behavior has changed – average retirement ages are trending 
younger, recruitment is more difficult, and voluntary separations have increased. FTB’s 
Workforce Planning efforts center on identifying and prioritizing which classifications are most 
at risk in the development of mitigation strategies. 

In addition to identifying where to focus our efforts for Workforce Planning and Succession 
Management, FTB is also building the tools of tomorrow in order to effectively recruit, retain, 
and develop our quality talent of the future.  
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Mission 

Our mission is to help taxpayers file timely and accurate tax returns, and pay the correct 
amount to fund services important to Californians. 

Foundational Principles 

• Carry out our fiduciary responsibilities to taxpayers by managing their accounts with 
accuracy and financial integrity. 

• Operate with transparency to maintain public trust and confidence. 
• Conduct our business in accordance with the Statement of Principles of Tax 

Administration, Taxpayers’ Bill of Rights, and our organizational values. 

Goals and Strategies 

1. Exceptional Service - Strive to continuously enhance our customers’ experience 

1. Evaluate customer experience needs across all service channels; develop and 
implement solutions to meet those needs. 

2. Champion an organizational culture to achieve positive customer experiences. 

3. Educate our customers on the use of multi-channel services and information to 
improve their experience. 

2. Effective Compliance - Fairly administer the law to ensure taxpayers file and pay the 
correct amount 

1. Identify noncompliant segments and implement campaigns to improve 
compliance. 

2. Improve data, information, and knowledge sharing with the tax community and 
government partners. 

3. Improve case selection and timeliness in all compliance programs. 

3. Strong Organization - Value, invest in, challenge, and empower our employees to have 
an enterprise view, be experts in their field, and achieve their full potential 

1. Continue to cultivate and enhance Talent Management services, which help us 
to attract, develop, engage, and retain our employees. 

2. Increase employee engagement and job satisfaction by continuing to assess and 
enhance culture, focusing on diversity and inclusion, valuing employees as 
individuals, and celebrating employee achievements. 
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3. Support an environment where decisions are made at all levels by those who 
have both the expertise and best information. 

4. Welcome, solicit, and value input and ideas from anyone in the organization. 

5. Recruit and retain a high-performing workforce that leverages our state’s rich 
diversity and promotes inclusion. 

4. Operational Excellence - Optimize our processes, products, services, and resources to 
better serve our internal and external customers 

1. Manage budgeted resources at the enterprise level and use performance metrics 
to meet short- and long-term business needs. 

2. Validate and utilize data, as authorized, to make decisions and improve business 
operations. 

3. Leverage and modernize IT systems and processes to support and improve 
business and administrative activities. 

4. Mitigate emerging and evolving threats to manage risks and protect customer 
privacy and security. 

5. Standardize and modernize our hardware and software to optimize operations. 

6. Strengthen physical security to ensure the protection of our employees and 
mission critical operations. 
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Strong Organization 

The Workforce Plan strategies, initiatives, and goals support the enterprise Strategic Objective: 
Strong Organization by 

 

All of this helps FTB design and support an elastic workforce with a robust bench strength so 
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Division and Program areas:  

Administrative Services Division 

Admistrative Servcies Division (ASD) is dedicated to the employees of FTB. ASD 
provides a wide range of services and information in support of employee careers 
and development, education, communications, worksite security and working 
conditions. The mission is to help make FTB a strong organization, and to support 
Employees, Taxpayers, and Stakeholder. Together ASD accomplishes extraordinary 
things and makes FTB a great place to work. 

Accounts Receivable Management Division 

Accounts Receivable Management (ARM) Division manages delinquent Personal Income Tax 
and Bank and Corporation Income Tax debts. Our collection approach is founded on the 
principle that we use the least intrusive action first to gain compliance. Our collection strategy 
is to encourage taxpayers to resolve their debts as quickly as possible through the method best 
suited for their situation to help them achieve long term compliance.  
  
In addition to income tax liabilities we collect debts owed to state and local governments when 
they are referred by statute. We currently collect debts referred from California's courts, the 
Victims Compensation and Government Claims Board and the California Department of 
Corrections and Rehabilitation. We also collect delinquent vehicle registration referred from 
the Department of Motor Vehicles. 

Audit Division 

Our mission is to administer and enforce the income tax laws. To accomplish this mission, we 
develop knowledgeable and engaged employees and responsibly conduct our business with 
fairness, integrity and in a timely manner. 
  
Our vision is to achieve the highest level of excellence in the administration of the income tax 
audit programs. We fulfill this vision by: 

• Maximizing our workforce to develop and maintain diverse, dynamic, and creative 
talents. 

• Applying robust technologies to enhance the tax audit programs. 
• Working with our customers and stakeholders to optimize collaboration. 
• Operating to achieve the best results with the right tools at the right time. 
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Finance and Executive Services Division 

Finance and Executive Services Division (FESD) provides internal services to help 
the department function, and external services to help represent the department 
withour stakeholders. We provide support for Economic and Statistical Research, 
Financial Management, Legislative Services, Procurement, and Planning and 
Performance, and Project Oversight 

Filing Division 

The Filing Division provides citizens resources and services to enable the accurate 
filing of income tax returns and payments. We accomplish this by education and 
outreach, creating tax forms, and offering both self-service and contact center 
services and processing. We also ensure taxpayer compliance thorugh return and 
payment validation, noticing, and enforcement activities. 

Legal Division 

The Legal Division performs a wide variety of legal functions and services for the Franchise Tax 
Board. Legal staff represents the department in tax matters in protest, appeals, out of state 
bankruptcy and settlement cases. We assist the Attorney General in court with respect to 
refund litigation cases and, in conjunction with the Accounts Receivable Management Division, 
with in-state bankruptcy matters. Legal staff also represents the department in personnel 
matters before the State Personnel Board, Victim Compensation and Government Claims Board 
cases and other administrative proceedings. Legal staff provides advice and counsel to the 
department with respect to the department’s legislative program, forms review, contract and 
general counsel matters, as well as the department’s non-tax programs. The Legal Division staff 
issues legal rulings and public notices and is responsible for the department’s regulation 
program. 
  
We provide the highest quality counsel, legal advice, representation and service, ethically, 
impartially, and timely. 
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Technology Services Division 

Technology Services Division’s mission is to deliver and modernize Information Technology 
infrastructure, data and services essential to the success of the department’s programs.  

 
Environmental Factors 

March of 2020 was a time when the Workforce Planning strategy should have entered its 
refresh phase. However, when lockdowns occurred and non-essential staff were sent home to 
work remotely, the Department’s focus shifted to support staff with immediate needs for the 
remote work transition. While the pandemic affected workforce behaviors inside and outside 
FTB, it was not the only environmental factor impacting FTB’s workforce. 
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Pandemic 

The pandemic disrupted and unsettled the globe. FTB and its workforce was not immune to the 
effect of the pandemic. The rapid shift to remote work in support of business continuity 
highlighted FTB’s ability to adapt and overcome. It also identified opportunities to grow. 

The state of California sought to offset projected budget deficits due to pandemic-driven shut-
downs with furloughs. As experienced in 2008 furloughs, the state, including FTB, experienced 
an increase in retirements and other voluntary separations.  This also impacted workforce 
retirement behaviors with a decrease in average age at retirement.  

Departure trends and behaviors are monitored closely as return-to-office is stabilized and 
hybrid in-person/remote work models are normalized. 

Internal 

As an environmental pressure, the pandemic impacted FTB’s workforce internally. FTB is in the 
middle of a the second phase of a major modernization project, Enterprise Data to Revenue 
(EDR). EDR is modernizing several legacy IT system and is expected to collect and analyze more 
taxpayer information than is currently cost-effective. The rapid transition to remote work 
required the teams involved with the modernization to divert resources to support staff to 
transition to telework.  

The Golden State stimulus legislation was implemented to relieve Californians of pandemic-
related income loss which affected workloads at FTB. Increased workload levels can lead to 
workplace fatigue, for which departure trends and workforce engagement continue to be 
monitored. 

The compaction of resources and competing priorities affects the focus on Workforce Planning 
efforts such as the creation of tools to better monitor and measure risks and gap assessments, 
the development of repeatable processes and the ability to focus on Succession Management 
efforts. Because of this, Succession Management groundwork has started, and will conclude as 
an initiative associated with this Workforce Plan. 

During the pandemic, the Talent Management Program became its own Bureau within the 
Administrative Services Division, giving more support and visibility to workforce development 
including workforce planning and succession management. 
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External 

Private and public sector employees utilize candidates from the same labor pool. Public 
employers, such as FTB, often face hurdles that private organizations do not. Serving the public 
interest and working to meet the needs of our state and its residents are the focus of state 
employees, while the private sector focuses more on stakeholders and profits. The State of 
California, as well as other public employers, also face numerous political and financial 
limitations as well as strict regulations, requirements, and procedures designed to support a 
merit-based system. These constraints often hinder progress and result in outdated human 
resource tools, systems, and practices. Influenced by the pandemic, the talent pool has 
significantly reduced, creating recruitment challenges.  

Methodology 

FTB’s FY 2021/2022- FY 2023/2024 Workforce 
Plan is an enterprise-wide workforce strategy 
guiding phased implementation of action 
plans designed to mitigate existing, new, and 
developing gaps in workforce supply, talent, 
and supporting processes. Additionally, 
groundwork to develop a competency-
focused Succession Management strategy has 
begun. The workforce planning process 
followed the State of California Five Phase 
Workforce and Succession Management 
Planning model to identify gaps in talent with 
competency benchmark analysis. 

While FTB is rich with available workforce 
data for analysis and training offerings for 
development, the tools in which to identify 
areas of employee development needs, 
proactive monitoring of workforce gap risks 
including established risk thresholds, and 
bench strength determination for skill gap 
analysis was missing.  These tools are in development for the success of the Workforce Plan. 
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FTB’s workforce was first analyzed by risk criteria as recommended by CalHR. Classifications 
that continued to populate in risk factors were deemed at-risk. From there, FTB leadership 
identified business continuity positions, hard-to-recruit-for positions and then evaluated the 
feeder classifications for these at-risk positions. The classification series experiencing common 
challenges are addressed at an organization level. 

In addition to a data-driven approach to 
discovery and trend analysis to determine 
workforce gaps and risks, several layers of 
stakeholders were included in the 
assessment and refinement of prioritizing 
the focus of the Workforce Plan. This 
diagram shows the flow of communication 
via strategy sessions and interviews. 
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Workforce Overview 

The analysis of the workforce revealed insights that are felt across the state of California –an 
increase of key leadership reaching or breaching the retirement eligibility risk thresholds. An 
impact factor that will be explored in greater detail in this plan identifies classifications with 
vacancies that also have an increasing volume of incumbent staff within this retirement 
eligibility risk threshold. With pandemic related recruitment challenges and talent gaps felt 
within the enterprise, the Workforce Plan outlines short and long term mitigation strategies to 
address these opportunities. 

Workforce Profile Overview 

Age Distribution 

Positions within Key Leadership are advanced career level classifications. Usually these 
positions are held by professionals with several years of state service and may be nearing the 
end of their civil service career. The diagram below demonstrates FTB’s age demographic 
workforce profile by position type, illustrating a higher percentage of Key Leadership in age 
groups greater than 45 years of age.  

 

The greatest opportunity to increase pipelines for succession management is an enterprise 
focus on rank-and-file development for more advanced positions within FTB. 

To see how FTB compares to Statewide Workforce Profile Statistics, see Appendix A. 
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Separation Trends & Forecasts 

At risk classifications were identified based on the following risk criteria: 

• Projected vacancies (retirements) 
• Higher than average turnover 
• Lengthy or high volumes of vacancy 
• Key personnel dependency or business continuity critical positions 

All data is as of December 2021. Where risk calculations are averaged over time, the date range 
is January 1, 2021 – December 31, 2021, unless otherwise stated to show trend analysis. 

Separation trends are based on the following categories for voluntary separations: 

• Retirements 
• External transfers 
• Resignations 

These categories were chosen as they represent turnover where the organization could 
potentially intervene to retain talent or strategically prepare for the vacancy. 

Retirements 

Retirement Factor: Classifications with higher than average proportion of retirements. This is 
calculated by taking the total number of retirements during last twelve months divided by 
average monthly number of employees in the classification during last twelve months. 

Classification Retirement 
Factor (%) 

Senior Legal Analyst 50% 
Attorney V 25% 
Personnel Supervisor I 25% 
Assistant Clerk 20% 
Mailing Machines Operator II 20% 
Materials And Stores Specialist 17% 
Senior Personnel Specialist 14% 
Investigation Specialist II (Technical), FTB 12% 
Key Data Supervisor I 11% 
Information Technology Specialist II 10% 
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Classification Retirement 
Factor (%) 

Information Technology Supervisor II 10% 
Tax Program Supervisor, FTB 10% 

 

External Transfers 

While promotional internal transfers are captured within FTB, internal lateral transfers are not. 
Calculations and tools are being developed to track for these transfer types to gain better 
understanding of workforce behavior within FTB. FTB sees the importance of this metric to 
identify loss of talent for opportunities outside of business areas, and sees the value in retaining 
the talent inside the department.  

For the voluntary separation type External Transfer, risk is identified when the proportion of 
classifications has higher than average external transfer rates. Due to system and process 
limitations, the destination classification is not captured to determine the number or 
proportion of staff that have separated to seek a promotion. Loss of talent is lost talent 
regardless if the external transfer was lateral or promotional.   

Classifications with higher than average loss to external transfers is calculated by dividing the 
volume of External Transfers in the last twelve months by the average monthly number of 
employees in the classification during the last twelve months. Classifications that populate in 
this risk criteria are illustrated in the table below. 

Classification Transfer 
Factor (%) 

Mailing Machines Supervisor I 50% 
Associate Budget Analyst 33% 
Office Technician (General) 33% 
Personnel Supervisor II 33% 
Digital Composition Specialist III 25% 
Legal Secretary 25% 
Accountant Trainee 17% 
Accountant I (Specialist) 14% 
Associate Governmental Program Analyst 14% 
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Many of these classifications have smaller incumbent numbers and are positions critical for 
business continuity in their respective areas. As FTB does not have a formalized exit interview 
process, reasons for departure is assumed to be symptomatic of potential compaction and 
narrow career paths.  

Voluntary Turnover 

Voluntary separations identify risk criteria where the organization can be proactive or 
intervene. Exploring the voluntary turnover (resignations and external transfers only) identifies 
opportunities where the organization may need to develop mitigation strategies for 
classifications demonstrating higher-than-average turnover. 

Resignations are defined as a quit from state service. External transfers are defined as staff 
departure to another state department. 

Up to the end of 2020, FTB’s turnover average was roughly 2.5%. As of December of 2021, this 
number doubled to 5%.  This is calculated by taking the sum of resignation and external transfer 
separation types during the last twelve months and dividing by the average monthly number of 
employees in the classification during the last twelve months. These averages are as of 
December 2021. 

In the below table are a list of classifications that have higher-than-average turnover rates for 
FTB. 

Turnover rates from 15-20% are cause for concern. 

 
Classification Separation 

Turnover ( 
ASSOC BUDGET ANALYST 50% 
DIGITAL COMPOSITION SPEC III 25% 
LEGAL SECRETARY 25% 
PERSONNEL SPECIALIST 15% 
ACCOUNTANT I SPEC 14% 
TAX COUNSEL 14% 
SKILLED LABORER 13% 
ASSOC PERSONNEL ANALYST 11% 
ACCOUNTANT TRAINEE 9% 
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Classification Separation 
Turnover ( 

OFFICE TECHNICIAN TYP 9% 
STAFF SERV MGR I 8% 
ACCOUNTING OFFICER SPEC 7% 
TAX COUNSEL III SPEC 7% 
SYS SOFTWARE SPEC II TECH 6% 
TAX TECHNICIAN 6% 
ASSOC GOVTL PROGRAM ANALYST 5% 
STAFF SERV ANALYST GEN 5% 
ADMINISTRATOR IV 4% 
ASSOC INFO SYS ANALYST SPEC 4% 
INFORMATION TECHNOLOGY ASSOCIATE 4% 
SYS SOFTWARE SPEC I TECH 4% 
TAX AUDITOR 4% 
ASSOC TAX AUDITOR 3% 
INFORMATION TECHNOLOGY MANAGER I 3% 
INFORMATION TECHNOLOGY SPECIALIST I 3% 
INFORMATION TECHNOLOGY SPECIALIST II 3% 
STAFF INFO SYS ANALYST SPEC 3% 
SYS SOFTWARE SPEC III TECH 3% 
TAX AUDITOR 3% 
TAX COUNSEL IV 3% 
TAX PROGRAM SUPERVISOR 3% 

 

Vacancies – Potential Impact 

Excessive vacancies can be an indicator of retention challenges, while classifications with 
lengthy and high volume vacancies can be symptomatic of recruitment challenges. Due to 
system processes, using vacancies as indicators does not provide clear indication of either 
within FTB. Additionally, this is an after-the-fact result and does not provide the department an 
opportunity to monitor for proactive intervention.  

Using a factor calculation like Potential Impact shows where the greatest need for urgent 
succession management, retention, and recruitment opportunity sits. By identifying the total 
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current vacancies in a classification and identifying how many incumbents are at or beyond 
average age at retirement, we can identify where further departures may severely impact 
workloads and continuity in business areas.  

The Potential Impact factor calculation is:  

FTB’s current average Potential Impact is 30%, which means on average, of classifications with 
any vacancy, 30% of incumbents are eligible for retirement and at or breaching FTB’s average 
age at retirement risk criteria. 

A full list of classifications at or beyond the average can be found in Appendix B. 

Separations 

Taking all of the above voluntary separation volumes by type: retirement, resignation and 
external transfers for the last twelve months and dividing by the total number of average 
incumbents of the classification illustrates the total proportion of staff who voluntarily 
departed the department. This factor demonstrates the percentage of staff by classification 
that left for reasons we may anecdotally know, however due to the lack of a formal exit 
interview process the quantified data is not qualified.  

According to sources within FTB, many of the separations are influenced by compaction, 
narrow career paths, or the pandemic. 

 
Classification Separations 

Factor 
Senior Legal Analyst 50% 
Attorney V 25% 
Personnel Supervisor I 25% 
  

Total # Current Vacancies + Total # Incumbents 
at or Beyond Average Age @ Retirement 

Total # Positions for Classication 
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Classification Separations 
Factor 

Associate Governmental Program Analyst 24% 
Assistant Clerk 20% 
Mailing Machines Operator II 20% 
Materials And Stores Specialist 17% 
Information Technology Specialist II 16% 
Senior Personnel Specialist 14% 
Investigation Specialist II (Technical), FTB 12% 
Information Technology Supervisor II 12% 
Tax Program Supervisor, FTB 11% 
Key Data Supervisor I 11% 
Information Technology Associate 11% 
Senior Operations Specialist, FTB 10% 

 

Trend Analysis 

The Trend Analysis calculation is used to identify classifications which, on average, experience a 
relatively greater impact due to separations in general. A relatively high Trend Analysis factor is 
a signal that a high amount of separations can be expected from the classification.  As two of 
the last three years have not been historical average years due to the pandemic impacting 
separation behavior, the last seven years have been evaluated with most recent years weighted 
equally for forecasting. This is a conservative view of potential disruption to work areas where 
the classification contributes to business areas: 

• rank and file as knowledge workers 
• managers and supervisors ensuring business results are met 
• leadership classification with high trend analysis factors may impact decision making 

and ensuring strategic direction 
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The Trend Analysis estimates the percentage of employees that can be expected to separate 
from the classification over a time. Below is a table of classifications with a factor of 20 or 
greater. For a complete list of classifications that are higher than the average, which is currently 
a factor of 3.  

Classification Trend 
Analysis 
Factor 

TAX TECHNICIAN 97.13 
INFORMATION TECHNOLOGY SPECIALIST I 49.25 
TAX PROGRAM TECHNICIAN I 26.50 
COMPLIANCE REPRESENTATIVE 23.46 

For a summary of analysis see Appendix B 

Retirement Risk 

With the exception of Potential Impact, the separations analysis illustrates what has happened 
after the fact. To look forward, FTB can take a proactive approach in preparing for separations 
by monitoring retirement risk. While CalHR offers a risk criteria to monitor retirement eligibility 
by identifying the number of employees age 50 or over, the department has calculated the 
average age at retirement and grouped classifications by position type. 

The average age at retirement was determined by evaluating the ages at retirement by 
classification for the past seven years. 

In the last seven years, retirement ages have trended younger, especially since the start of the 
pandemic. This is a factor that continues to be monitored closely as return to office stabilizes 
and hybrid model working normalizes. 
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Risk thresholds based on actual ages at retirement: 

Position Type Average Age at Retirement Average Length of Service 
at Retirement 

Key Leadership 59 33 

Manager and Supervisor 59 26 

Rank and File 61 24 
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Projected retirements if the workforce does not change: 

 
 
To identify classifications within, approaching, or breaching risk thresholds of average ages and 
lengths of service at retirement, we use a risk quadrant analysis. This allows us to identify what 
position type, classification, and in which division the at-risk classification resides for proactive 
talent management. By plotting classifications by current average age and length of service to 
thresholds of average age and length of service at time of retirement for position types, we can 
identify where risk is immediately and which classifications may need to prioritize succession 
management. 
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List of classifications in the at-risk quadrant for approaching or breaching risk thresholds. 
Position Type Classification Avg. 

Age 
Avg. Service 

Years 
Key Leadership C E A 53.19 28.29 

ADMINISTRATOR IV 52.60 26.99 
ADMINISTRATOR III 50.73 25.73 
INFORMATION TECHNOLOGY 
MANAGER I 

49.00 24.77 

Manager/Supervisor ADMINISTRATOR II 55.00 29.70 
ADMINISTRATOR I 54.00 26.55 
INFORMATION TECHNOLOGY 
SUPERVISOR II 

53.50 27.65 

Rank & File ASSOCIATE TELECOMMUNICATIONS 
ENGINEER 

55.00 29.30 

EXECUTIVE SECRETARY II 56.00 25.00 
EXECUTIVE ASSISTANT 54.00 29.50 
INFORMATION TECHNOLOGY 
SPECIALIST I 

52.00 25.50 

INFORMATION TECHNOLOGY 
ASSOCIATE 

57.00 32.30 

PROGRAM SPEC I 52.00 28.65 
PROGRAM SPEC III 53.94 25.42 
OFFICE TECHNICIAN TYP 54.00 27.40 

 

Classifications that have incumbents with an average age or length of service approaching or 
breaching the risk threshold are a part of the at-risk classification set of which workforce 
planning efforts were prioritized. 

At-Risk Classifications 

Classifications that populated in three or more risk criteria were considered at risk. This list was 
presented to leadership who refined and prioritized key positions that are critical for business 
continuity and decision making authorities. These classifications became the priority for 
Workforce Planning efforts. 
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After review of the classifications that populated in multiple at-risk categories and special 
strategy sessions with leadership, the list was further refined to the enterprise critical key 
position list, or at-risk classification list for which Workforce Planning efforts are prioritized: 

Position Type Classification 
Key Leadership C.E.A. 

Administrator IV, FTB 
Administrator III, FTB 
Deputy Chief, Investigations and Enforcement, Department of 
Consumer Affairs 
Information Technology Manager II 
Information Technology Specialist III 

Manager & 
Supervisor 

Administrator II, FTB 
Administrator I, FTB 
Assistant Chief Counsel 
Customer Service Supervisor, FTB 
Information Technology Manager I 
Information Technology Supervisor II 
Investigation Specialist II (Supervisor), FTB 
Office Services Manager I 
Staff Services Manager I 
Tax Program Supervisor, FTB 

Rank & File Administrative Assistant II 
Administrative Assistant I 
Executive Assistant 
Executive Secretary II 
Associate Budget Analyst 
Senior Operations Specialist, FTB 
Staff Operations Specialist, FTB 
Associate Operations Specialist, FTB 
Associate Governmental Program Analyst 
Staff Services Analyst (General) 
Associate Personnel Analyst 
Associate Tax Auditor, FTB 
Health And Safety Officer 
Information Technology Associate 
Information Technology Specialist I 
Information Technology Specialist II 
Information Technology Technician 
Investigation Specialist I, FTB 
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Rank and File 

Investigation Specialist II (Technical), FTB 
Key Data Operator 
Labor Relations Specialist 
Legal Analyst 
Legal Assistant 
Legal Secretary 
Office Technician (Typing) 
Principal Compliance Representative, FTB 
Senior Compliance Representative, FTB 
Compliance Representative, FTB 
Customer Service Specialist, FTB 
Program Specialist III, FTB 
Program Specialist II, FTB 
Program Specialist I, FTB 
Tax Auditor, FTB 
Research Data Analyst II 
Research Data Analyst I 
Research Data Specialist III 
Research Data Specialist II 
Research Data Specialist I 
Senior Legal Analyst 
Senior Legal Typist 
Attorney V 
Tax Counsel IV 
Tax Counsel III (Specialist) 
Tax Counsel 
Tax Program Technician II, FTB 
Tax Program Technician I, FTB 
Tax Technician, FTB 
Tax Program Assistant 
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Competencies 

In preparation for a competency-focused Succession Management plan, FTB made a concerted 
effort in 2021 to identify core and leadership competencies that drive business results for the 
organization. FTB identified the most six, most critical competencies for the organization, 
regardless of classification. These global competencies align with FTB’s culture, mission and 
values. 

To support succession readiness through competency development, the department took a 
deeper approach to identify appropriate proficiencies for knowledge, skills, abilities, and 
behaviors that drive business results. With a global set of competencies, it was equally 
important to have division, bureau, and even classification specific set of top six competencies 
to reflect workload influence and ensure alignment with the business area’s culture. 

Not only will benchmarked proficiencies help identify gaps in succession readiness, but it will 
guide leadership to identify appropriate recruitment needs, development and coaching 
opportunities for staff, and empower staff to drive their career development. 

In order to identify the most critical competencies, we had leadership with reporting 
subordinates of the at-risk classifications  

• rate the importance of the competency in their business area for each classification 
• identify the desired proficiency for key skills of the competencies rated as important 

This data was analyzed to develop competency benchmarks and was rolled up into sections, 
bureau, division, and then enterprise. Additionally, the data was categorized by the at-risk 
classifications for Position Type to learn which competencies were needed for Key Leadership, 
Managers & Supervisors, and Rank & File.  

The competencies weighted the heaviest were then identified as “gotta haves”—competencies 
that propel our ability to meet our business objectives and have a higher proficiency rating 
expected day one on the job. These top six are global to the organization, and may differ by 
division, bureau and classification as influenced by workload or business objectives. 
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As a benchmark, the competencies can be used ahead of gap assessments in Succession 
Management for 

• Recruitment 
o Identifying the knowledge, skills, and abilities to be recruited and interviewed for 
o Incorporating competency into recruitment messaging 
o Reframing behavioral indicators to behavioral interview questions 

• Development 
o Ahead of a gap assessment, knowing what is a desired proficiency level by 

classification per business area can help management and leadership to coach 
for demonstrated gaps 

FTB is also in the process of developing Job Specific Competencies to complement the top six 
global competencies.  

Competency Key Skills 
Business Acumen Sound Judgment 

Organizational and Business Knowledge 
Governance 
Financial Management 

Collaboration Teamwork 
Building Relationships 

Communication Listening 
Speaking 
Writing 

Diversity and Inclusion Respectful 
Openness 
Fair and Equitable 

Inspirational Leadership Develops and Empowers 
Active Engagement 
Outcome Focused 
Mission Centric 

Interpersonal Skills Personal Credibility 
Emotional Intelligence 
Conflict Resolution 
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Workforce Gap Analysis 

At-risk classifications were identified through the risk calculation exercises, collaborating with 
divisional representatives and through special sessions with leadership. The same process was 
used to assess gaps in the following areas: 

• Recruitment 
• Retention 
• Succession management 
• Knowledge transfer 
• Employee development and engagement 
• Internal processes and tools to support ongoing workforce planning and succession 

management 

Since the beginning of this workforce planning cycle, a primary focus of effective workforce 
planning efforts was, and continues to be to identify and build the tools needed today for 
tomorrow’s risk analysis. These tools include competency gap assessment tools, standardized 
workforce planning risk assessment dashboards, and other key risk analysis, trend analysis and 
forecasting tools.  

Due to pandemic impacts and competing high priority projects, workforce planning efforts 
focused on two key gaps that are critical:  

• Recruitment and  
• Retention.  

The tools and systems in development today will assist in the monitoring of the strategies 
implemented to mitigate these gaps and support the strategic development for Succession 
Management, Knowledge Transfer, and Employee Development and Engagement. These 
aspects are key initiatives inside Retention gap strategies. 

Recruitment Gaps & Risks 

FTB’s recruiting challenges have many layers. Hard-to-fill positions with niche skill sets are 
further complicated from pandemic impacts. With climbing vacancies and a reduced response 
to open job postings, the reduced talent pool created the need for FTB to look at our 
recruitment processes. We identified gaps in resources dedicated to recruiting, including 
marketing, understanding career-level talent sourcing, and inconsistent internal recruitment 
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practices. If not addressed, this gap may result in continued difficulty to fill positions, reactive 
recruitment, production drag in high-vacancy business areas, potential for turnover due to work 
burnout for downstream support, and reduced competitiveness in the talent market. 
Ultimately, unaddressed recruiting gaps could impact the ability to meet business objectives. 

Retention Gaps & Risks 

FTB averages a 95% retention rate and this is attributed to a healthy workforce culture and 
multiple career pathways for motivated staff, however there is opportunity to better 
understand the turnover we are seeing with standardized exit interviews. Due to the pandemic, 
separation behavior has not trended with historical averages and we see an increase in 
voluntary separations in both quits and external transfer separations. With return to office 
normalizing, employee engagement is closely monitored as are the reasons for voluntary 
separation. Takeaways from a 2019 employee engagement survey suggested there is room to 
grow with greater opportunities for promotion. To mitigate gaps in retention we see an 
opportunity to increase employee engagement, better understand our separations through the 
development of additional monitoring tools and qualify our quantitative data with exit 
interviews, and explore streamlining internal processes to support promotional opportunities. 
FTB is at risk of continued turnover that may otherwise be preventable. 

 
Succession Management Gaps & Risks 

Succession Management is a key strategy that supports retention. FTB sees the need to 
formalize and prioritize succession management and is a top initiative in the 2021-2024 
Workforce Plan. The strategy will promote greater understanding for competencies, develop 
strategies for skill gaps, succession readiness, knowledge transfer, and employee development. 
Work thus far has been focused on first establishing critical competencies and determing key 
skill proficiencies in which to identify our bench strengths and gaps. Strategies to mitigate the 
succession readiness gaps will be developed once competency gaps are identified and will 
include initiatives to successfully face potential turnover through employee development and 
knowledge transfer. A risk if FTB does not develop a succession management strategy is 
potential loss of critical and institutional knowledge, skills, and abilities in order to seamlessly 
transition through turnover. 
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Employee Development Gaps & Risks 

FTB currently offers a wealth of employee development resources. Our aim is to develop more 
data-driven resources and tools to identify and target gaps in competency development and 
succession readiness. In preparation to develop a Succession Management Plan, FTB identified 
a gap in an organizational comprehension of the core and leadership competencies.  

Many divisions within FTB focus on internal institutional, programmatic, and business 
knowledge for employee development. Talent Management offers foundational courses with 
an ongoing commitment to continued development through programs aligned with 
competencies and leadership .These programs are well-attended and support succession 
readiness by immersing participants into business areas outside of their core functions. One of 
the employment development gaps identified is the need to offer more diverse rotational 
programs for non-leadership and non-management or supervisory development to rank and file 
cohorts. Currently many programs may be self-service, especially those aligned with 
competencies, which is why a key initiative to increase the competency comprehension gap is 
so important. Ensuring FTB is aware of critical competencies and desired key skill proficiency 
will better align training to necessary competency development. To continue offering programs 
without a mechanism to assess development gaps is a risk that may result in missed 
opportunities to support succession readiness, prolonged ramp-up time of existing or new 
talent, excessive loss of knowledge and behaviors that drive business results. 

 
Knowledge Transfer Gaps & Risks 

A recommendation to reduce over reliance on “desk manual” or “transition binder” processes 
to transfer knowledge stems from key personnel dependency. A focus on paper manuals rather 
than job-sharing techniques can be detrimental to understanding the complexity in 
communicating highly specialized knowledge, organizational silos and result in the unintended 
consequence of missed critical knowledge or knowledge hoarding.   

Currently, a knowledge transfer model exists, however is considered by users as unfriendly. This 
gap in effective tools is a core aim in seeking tools to help mitigate this risk and increase 
wisdom libraries. 



 
FTB Workforce Plan FY 2021/2022 – FY 2023-2024 

 

31 

 

 
Workforce Planning Initiatives 

The initiatives were developed much like how gaps and risks were identified – through data, 
special strategy sessions with divisional leadership, and in collaboration with a team of 
divisional representatives. The recommended initiatives gained approval from the 
Organizational Development Action Committee (ODAC) – the steering committee that sponsors 
and supports Workforce Planning and Talent Management inside FTB.  

This feedback loop allows us to create a bottom-up approach to determine initiatives and 
action plans that will implement or improve upon current and future workforce needs at a 
divisional level with standardized, enterprise-minded strategies. 

FTB identified these strategies and categorized them in Crawl, Walk, Run phases that allow us 
to build the foundation to effectively achieve our goal in mitigating the gaps identified in the 
workforce plan. 

As the Workforce Plan lifecycle is three years, the Crawl, Walk, Run phases break initiatives and 
action planning into three parts. The initiatives for the strategies are designed to be buildable, 
and scalable from  

• high impact, lower effort initiatives for the Crawl phase year one,  
• high impact, mid-level effort for Walk that builds on initiatives from the Walk phase in 

year two, and  
• in the final, third year – Run, when the initiatives and action plans are fully implemented 

and more complex, higher level effort initiatives support long term strategic alignment 
to mitigate the workforce gaps. 

An action plan for initiatives listed below along with measurable performance indicators can 
be found in Appendix D. 
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Recruiting Initiatives 

Three strategies with 14 total initiatives were identified to mitigate recruiting gaps and risks. 
They are: 

 

Marketing

Dedicated Recruitment 
Resources
Update our "attractant" 
(Value Proposition)
Refresh FTB Recruitment 
Resources

Talent Sourcing

Increase our social 
footprint as an employer
Increase presence on 
digital recruiting platforms

Job Search sites
Social Media

Internal Processes

Review and enhance HR 
processes
Develop hiring and 
interviewing resources
Create proactive 
recruiting cycles
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Crawl (Year 1) Walk (Year 2) Run (3+ Years) 

1. Updated Value Proposition 
2. Refresh existing FTB 
Recruitment Resources 
    2.a FTB Careers page 
    2.b Job Ops aligned to 
recruitment message 

6.Dedicated Recruitment 
Resources 

     6.a Dedicated staff 

     6.b Branded 
recruitment campaigns  

11. Expand strategically aligned 
recruitment resources to 
remaining classifications 

     11.a Become and leverage 
industry-level presence as 
destination employer in 
competitive landscape 

3. Increase Social Media & 
Digital presence with ROI 
4. Identify & Develop career 
level appropriate platforms 

7. Develop skill-targeted 
career-level appropriate 
engagement 

8. Increase and elevate 
community engagement 

12. Expand talent source 
networks to multiple talent 
pipeline streams 

5. Develop competency-based 
interview question catalogues 

9. Hiring & Interviewing 
     9.a Refresh resources 
to equip hiring staff for 
effective interviewing and 
selection aligned with 
recruiting goals & 
competencies 

13. Responsive and proactive 
hiring  

     13.a talent needs and skill 
gaps 

     13.b partnership with HR & 
recruiting for efficient timing of 
hiring cycles     

 

10. HR Processes 

     10.a Review and 
refresh internal hiring 
processes 

14. Research and develop 
barrier recommendations with 
partners at SPB & CalHR 

M
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Retention Initiatives 

Three strategies with 15 total initiatives were identified to mitigate retention gaps and risks. 
They are:

 

Crawl (Year 1) Walk (Year 2) Run (3+ years) 

1. Exit Interviews 

2. Total Value Proposition 

 

10. Expand to remaining 
classifications 

11. Review & evaluate "net 
promoter" engagement 
surveys 

3. Refresh On the Job 
Training Program (OJT) 

4. Auto-enroll at risk Upward 
Mobility Program (UMP) 
eligible classifications into 
UMP 

5. Determine bench strength 
gaps 

7. Explore promotion and 
non-promotion rotation 
programs for rank & file 

8. Succession 
Management 

     8.a Knowledge 
Transfer 

     8.b Employee 
Development 

12. Rank & File mentor 
programs 

13. Enterprise-wide 
Organizational Change 
Management and Process 
Improvement programs 

14. Ongoing gap assessment & 
workforce development 

Employee 
Engagement & 

Empowerment (E3)

Refresh why people stay
(Total Value Proposition)

Internal Processes

Exit interviews
Review and enhance HR 
processes

Succession
Management

Knowledge Transfer
Employee Development
Competency based 
succession readiness
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Crawl (Year 1) Walk (Year 2) Run (3+ years) 

6. Create standardized 
Workforce Planning risk 
dashboards 

9. HR Process 
Improvement 

     9.a Review and 
enhance promotion in 
place 

     9.b Review and 
enhance exams timing 
and list longevity 

     9.c Evaluate and 
explore temp to perm 
retention 

15. Research & review 
standardized classification 
selection for  new positions 

Succession Management Initiatives 

As Succession Management is a key initiative within Retention strategies, a detailed succession 
management plan will be developed in the Walk Phase of year two and will be submitted by 
FTB in July 2024. 
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Conclusion 

The Organizational Development and Talent Management Bureau (ODTMB) is responsible for 
conducting and analyzing workforce behavior, and data, to monitor gaps and risks. The 
Workforce Planner acts as a subject matter expert and program manager in the development of 
strategies to mitigate workforce risks in alignment with the department’s strategic goals. 
ODTMB and our Workforce Planning unit are key in the development of governance to ensure 
strategies and recommendations to solve for gaps and risks are effectively advocated for, 
resourced and supported in order to successfully implement. 

FTB has a wealth of resources for the workforce, with trainings and programs that demonstrate 
its ongoing commitment to workforce development. There are many qualities of the workforce 
characteristics contributing to the recruitment and retention gaps; some in FTB’s control, and 
some outside of FTB’s control. The good news is any challenge or risk is easily offset by our 
organizational strengths with supporting programs and resources needed to align efforts to 
address gaps. 

While there are risks to operationalize the plan such as resources and tools yet to be developed 
that will create repeatable and ongoing assessments of the workforce, FTB is committed to 
Workforce Planning and Succession Management to ensure we have the right people in the 
right place at the right time.  
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Appendix A: Workforce Profile Demographics Comparisons 

FTB’s Workforce Profile age distribution demographics as of December 2021 compared to the State of California Position Types Age 
Distribution demographics as of June of 2021. 
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The State of California monitors Key Leadership classifications differently, breaking out Career Executive Assignment (CEA) and Staff 
Services Manager III (SSMIII). FTB’s Key Leadership is more inclusive of FTB specific classifications ranging from ADIII and above and 
are not equivalents to the position distribution as identified by CalHR. The illustrations below are comparisons of FTB’s Key 
Leadership and FTB’s CEA classifications to the State’s CEA age distribution profile. 

 

0%

4%

13%

21%

29%

23%

9%

2%

0%

5%

10%

15%

20%

25%

30%

30-34 35-39 40-44 45-49 50-54 55-59 60-64 65+

FTB permanent Key Leadership (N: 207)



 
FTB Workforce Plan FY 2021/2022 – FY 2023-2024 

 

41 

 

 

 

4%

21%

34%

30%

6%
4%

0%

5%

10%

15%

20%

25%

30%

35%

40%

40-44 45-49 50-54 55-59 60-64 65+

FTB CEA (N: 47)



 
FTB Workforce Plan FY 2021/2022 – FY 2023-2024 

 

42 

 

Comparison of Workforce Profiles Age Distribution by Position Type 
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Appendix B: Separation Trends and Forecast 

This appendix relates to the Workforce Overview section of the template. 

Potential Impact 

Classifications at or beyond average rate of Potential Impact. 
Position Type Classification Potential 

Impact 
Rank & File Administrative Assistant I 100% 
Rank & File Executive Secretary II 100% 
Rank & File Research Data Specialist III 100% 
Rank & File Senior Legal Analyst 100% 
Rank & File Attorney V 75% 
Rank & File Digital Composition Specialist III 67% 
Rank & File Research Data Analyst I 67% 
Manager/Supervisor Key Data Supervisor I 50% 
Rank & File Accounting Technician 50% 
Rank & File Audio-Visual Assistant 50% 
Rank & File Legal Assistant 50% 
Rank & File Legal Secretary 50% 
Rank & File Mailing Machines Operator I 50% 
Rank & File Office Technician (General) 50% 
Position Type Classification Potential 

Impact 
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Rank & File Research Data Specialist II 50% 
Rank & File Warehouse Worker 50% 
Rank & File Tax Program Assistant 46% 
Key Leadership Information Technology Manager 

I 
44% 

Key Leadership Assistant Chief Counsel 43% 
Manager/Supervisor Personnel Supervisor I 40% 
Key Leadership Administrator IV, FTB 39% 
Key Leadership C.E.A. 39% 
Rank & File Accountant I (Specialist) 38% 
Manager/Supervisor Tax Program Supervisor, FTB 36% 
Rank & File Associate Governmental Program 

Analyst 
36% 

Rank & File Accountant Trainee 36% 
Key Leadership Information Technology Manager 

II 
35% 

Rank & File Investigation Specialist II 
(Technical), FTB 

35% 

Manager/Supervisor Personnel Supervisor II 33% 
   
Position Type Classification Potential 

Impact 
Rank & File Associate Accounting Analyst 33% 
Rank & File Personnel Technician I 33% 
Rank & File Senior Legal Typist 33% 
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Rank & File Senior Operations Specialist, FTB 31% 
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Trend Analysis Factor: 
Classification Trend 

Analysis 
Factor 

TAX TECHNICIAN 97.13 
INFORMATION TECHNOLOGY SPECIALIST I 49.25 
TAX PROGRAM TECHNICIAN I 26.50 
COMPLIANCE REPRESENTATIVE 23.46 
TAX PROGRAM TECHNICIAN II 18.29 
SR COMPLIANCE REP. 18.04 
INFORMATION TECHNOLOGY ASSOCIATE 12.50 
TAX AUDITOR 12.08 
ADMINISTRATOR I 11.92 
PROGRAM SPEC I 11.75 
ADMINISTRATOR II 11.67 
PROGRAM SPEC II 11.29 
INFORMATION TECHNOLOGY SPECIALIST II 9.50 
ASSOC TAX AUDITOR 9.38 
STAFF SERV ANALYST GEN 7.88 
TAX PROGRAM SUPERVISOR 7.46 
TAX PROGRAM ASSISTANT 7.42 
STAFF OPERATIONS SPECIALIST 7.04 
PROGRAM SPEC III 6.92 
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Classification Trend 
Analysis 
Factor 

OFFICE TECHNICIAN TYP 5.92 
ADMINISTRATOR III 5.88 
CUSTOMER SERVICE SPECIALIST,FTB 5.71 
Classification Trend 

Analysis 
Factor 

C E A 5.33 
KEY DATA OPERATOR 5.29 
INFORMATION TECHNOLOGY SUPERVISOR II 4.25 
SR OPERATIONS SPECIALIST 4.13 
STAFF INFO SYS ANALYST SPEC 4.00 
PERSONNEL SPECIALIST 3.88 
TAX COUNSEL IV 3.54 
INFORMATION TECHNOLOGY MANAGER I 3.50 
SYS SOFTWARE SPEC II TECH 3.42 
TAX COUNSEL III SPEC 3.33 
ADMINISTRATOR IV 3.29 
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Summary 

Summary of results used to identify separation impacts on classifications to determine those that are at the greatest risk. T 

 
Classification Retirement 

Factor (%) 
Transfer 

Factor (%) 
Separation 

Turnover (%) 
Potential 

Impact (%) 
Separations 
Factor (%) 

Trend 
Analysis 
Factor 

Research Data Specialist III 
  

0.00% 150.0 
 

0.3 
EXECUTIVE SECRETARY II 

  
0.00% 150.0 

 
0.3 

SENIOR 
TELECOMMUNICATIONS 
ENGINEER 

  
0.00% 100.0 

 
0.3 

ACCOUNTING TECHNICIAN 
  

0.00% 100.0 
 

0.5 
TAX PROGRAM ASSISTANT 4.0 

 
1.00% 88.0 5.0 7.4 

KEY DATA OPERATOR 1.0 
 

0.00% 87.0 2.0 5.3 
INFORMATION 
TECHNOLOGY MANAGER I 

4.0 0.0 3.00% 78.0 6.0 3.5 

MAILING MACHINES 
OPERATOR I 

  
0.00% 75.0 

 
0.3 

LEGAL SECRETARY 
 

0.3 25.00% 75.0 
 

0.8 
ATTORNEY V 25.0 

 
0.00% 75.0 25.0 0.8 

Research Data Analyst I 
  

0.00% 67.0 
 

0.0 
Classification Retirement 

Factor (%) 
Transfer 

Factor (%) 
Separation 

Turnover (%) 
Potential 

Impact (%) 
Separations 
Factor (%) 

Trend 
Analysis 
Factor 
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INFORMATION 
TECHNOLOGY MANAGER II 

7.0 
 

0.00% 65.0 7.0 1.0 

INFORMATION 
TECHNOLOGY SPECIALIST II 

10.0 0.1 3.00% 63.0 16.0 9.5 

INFORMATION 
TECHNOLOGY SUPERVISOR II 

10.0 0.0 2.00% 62.0 12.0 4.3 

TAX COUNSEL IV 5.0 0.0 3.00% 61.0 7.0 3.5 
INFORMATION OFFICER II 

  
0.00% 60.0 

 
0.5 

MAILING MACHINES 
OPERATOR II 

20.0 
 

0.00% 58.0 20.0 1.5 

ACCOUNTANT TRAINEE 
 

0.2 9.00% 57.0 
 

2.0 
INFORMATION 
TECHNOLOGY SPECIALIST I 

4.0 0.0 3.00% 54.0 8.0 49.3 

Research Data Specialist II 
  

0.00% 50.0 
 

0.0 
LEGAL ASSISTANT 

  
0.00% 50.0 

 
0.3 

AUDIO-VISUAL ASSISTANT 
  

0.00% 50.0 
 

0.5 
PERSONNEL SPECIALIST 

 
0.1 15.00% 48.0 

 
3.9 

SKILLED LABORER 
  

13.00% 43.0 
 

0.5 
Research Data Analyst II 

  
0.00% 40.0 

 
0.5 

PERSONNEL SUPERVISOR II 
 

0.3 0.00% 33.0 
 

0.3 
Classification Retirement 

Factor (%) 
Transfer 

Factor (%) 
Separation 

Turnover (%) 
Potential 

Impact (%) 
Separations 
Factor (%) 

Trend 
Analysis 
Factor 

LABOR RELATIONS 
SPECIALIST 

  
0.00% 33.0 

 
0.3 
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INFORMATION 
TECHNOLOGY ASSOCIATE 

3.0 0.0 4.00% 33.0 11.0 12.5 

TAX COUNSEL 
 

0.1 14.00% 28.0 
 

3.1 
INFORMATION 
TECHNOLOGY TECHNICIAN 

  
0.00% 17.0 

 
0.0 

INFORMATION 
TECHNOLOGY SPECIALIST III 

  
0.00% 14.0 

 
0.0 
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Appendix C: Separation Snapshot 

The Separation Snapshot is a high-level, simple analysis of the separation types listed in the graph. This graph illustrates separation 
trends of at least 7 years prior, current, and projected into 2 years.  
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Appendix D: Action Plan  

This appendix relates to the Workforce Planning Initiatives section of the template. 

The action plan is a guidance document to understand the timing and necessity of resources and responsible parties to 
operationalize the strategies. All initiatives align to the strategy objective Strong Organization. The action plan below focuses on 
Crawl Phase strategies. As Walk and Run are built and scaled from the foundational Crawl phase, the Workforce Plan and associated 
action plans will be assessed annually for potential adjustments to timelines and initiatives. 

Recruitment Gap 

Strategy Initiative Service Team Project Name Completion Date 

 Marketing 

Updated Value 
Proposition 

Workplace 
Engagement 

TBD March 2023 

Refresh Recruitment 
Resources – Careers 
Page 

Recruitment Service 
Team 

TBD January 2023 

Refresh Job Ops 
Process 

Hiring Service Team TBD March 2023 

Strategy Initiative Service Team Project Name Completion Date 
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Sourcing Social Media & Digital 
Recruiting 

Recruiting Service 
Team 

Digital Recruitment March 2023 

Internal Competency-based 
Interview Questions 

Hiring Service Team TBD June 2023 

Walk (Year 2) for Recruitment will be monitored and adjusted on Crawl phase initiatives status’ throughout the year and an 
addendum will be filed with CalHR to reflect any changes. Additionally, resources will be determined and are critical dependencies 
for Recruiting strategies’ Walk phase and will be a part of the evaluation process (e.g. Dedicated Recruitment Resources). 
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Retention Gap 

Strategy Initiative Service Team Project Name Completion Date 

Engagement 

Total Value Proposition Workplace 
Engagement 

TBD March 2023 

Exit Interviews Workplace 
Engagement & EEO 

TBD January 2023 

Succession 
Management 

Refresh OJT 

 

TBD January 2023 

UMP Auto-enroll UMP TBD June 2023 

Bench strength Gaps Workforce Planning Competency Gaps January 2023 
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Strategy Initiative Service Team Project Name Completion Date 

Internal Standard WFP Risk 
Dashboards 

Workforce Planner Workforce Risk 
Dashboard 

January 2023 

Walk (Year 2) for Retention will be monitored and adjusted on Crawl phase initiatives status’ throughout the year and an addendum 
will be filed with CalHR to reflect any changes. Additionally, resources will be determined and are critical dependencies for Retention 
strategies’ Walk phase and will be a part of the evaluation process (e.g. Competency Gap Assessment). 

 

______________________________________________ _________________________________ 

[Executive Staff] Signature Date Print Name 

______________________________________________ _________________________________ 

[Workforce Plan Owner] Signature Date Print Name 

7/29/25 Michelle Smith

Paul Ogden07/30/25
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Appendix E: Communication Plan  

The most important part of the communication plan is to ensure executive support through sponsorship and leadership awareness. 
The Communication Plan to inform of the enterprise of workforce planning has already started through collaboration and 
development of the initiatives. While the Workforce Planner will be the primary point of contact and facilitator of communicating 
the plan, FTB will leverage the divisional Workforce Planning service team representatives to continue the message to frontline 
management and rank and file staff.

Share Share messaging through divisional representatives and objectives in staff meetings

Conduct Conduct divisional "road show" of plan and initiatives

Inform and prepare Inform and prepare divisional workforce planning representatives of plan, initiatives and 
role to communicate within divisions

Inform Inform project teams of timelines and objectives

Advise Advise Executive Leadership and Bureau Directors of Workforce Planning strategiesm 
initiatives and next steps
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Appendix F: Mission, Vision, Values, and Strategic Map 

This appendix relates to the Strategic Direction section of the template.   

Values 

• Lead with Integrity and Inspiration: As inspirational leaders, we are committed to pursue the right path, ignite ideas and 
innovation, communicate clear expectations, and invite everyone to maximize their potential every day. 

• Bring Our Best: By bringing our best we exemplify honesty, credibility, and accountability. We value staff and encourage 
them to bring their best every day. 

• Deliver Excellent Products and Services: Quality is best achieved through collaboration with our customers and each other. 
We deliver excellent products and services that meet the needs of our customers. 

• Contribute to a Caring Community: We encourage mutual respect, kindness, and teamwork. This creates a supportive work 
environment that appreciates diversity and allows all of us to flourish in the community we work and live in. 

• Become Experts at What We Do: We are motivated to continually improve and grow. We take advantage of tools and 
opportunities to develop in our chosen career path. 
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Appendix G: Competency Model 

FTB has adopted the State of California Core and Leadership Competencies that can be found at: 

Competencies (ca.gov) 
  

https://www.calhr.ca.gov/Training/Pages/competencies.aspx
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Appendix H: Organizational Chart 
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Contact Information 

Franchise Tax Board 

9646 Butterfield Way 

Sacramento, CA 95827 

Michelle Smith, Workforce Planner 

Organizational Development and Talent Management Bureau 

916-845-1944 

Michelle.smith@ftb.ca.gov 
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