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Message from the Executive Team 
We are happy to introduce the 2024-2029 Workforce and Succession 
Management Plan (“the Plan”) for the California Governor’s Office of 
Emergency Services (Cal OES). The Plan serves as a guide to help ensure  
Cal OES’ talent can support the organization’s critical business needs and goals.  

Workforce planning is the process of ensuring that we recruit, develop, and 
retain individuals who will make a positive contribution to our Department. It 
analyzes workforce data and trends to forecast current and future workforce 
needs to better align staff and resources with the achievement of critical 
objectives.  

Succession management identifies and develops employees so they have the 
credentials to successfully fill positions when vacancies occur and maintain 
continuity of services. Processes to ensure the preservation of institutional 
knowledge and experience through comprehensive knowledge management 
practices are also vital to the continuity of mission-critical functions. 

The Talent Development Division (TDD) within the Organizational and 
Professional Development (OPD) Branch worked collaboratively with Human 
Resources (HR), Civil Rights and Equal Employment Opportunity (EEO), The Office 
of Diversity, Equity, and Inclusion (ODEI), and Executive and Senior Leaders from 
all seven directorates to create the Plan. 

Similar to other state departments, approximately 11 percent of Cal OES’ total 
workforce is within five years of retirement eligibility, and 38 percent of the 
workforce is 50 years or older. Cal OES developed the Plan to address our 
current and future needs by identifying strategies to address workforce gaps 
and risks in recruitment, retention, employee development, knowledge transfer, 
and succession management. 

The Plan supports Cal OES' mission and goals by establishing strong bench 
strength, enabling the organization to retain leadership continuity, and ensuring 
critical knowledge is not lost while enhancing employee development.  

All employees are encouraged to review and familiarize themselves with the 
Plan. You have a critical role in the successful implementation of the Plan.  
Cal OES is excited about the future, and we are committed to building a strong, 
adaptable, and diverse workforce to sustain our critical mission serving all 
Californians. 
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Introduction 
Cal OES developed this Plan to guide workforce and succession management 
efforts department-wide. Cal OES relies on a dedicated and diverse workforce 
of skilled talent to achieve its strategic goals and vision: “The leader in 
emergency management, homeland security, and public safety through 
dedicated service to all.” 

Some of the statistics provided within this Plan were obtained by the California 
State Controller’s Management Information Retrieval System (MIRS) over the 
past 24 months, therefore the most current workforce figures may not be 
included in these reports.  

Our History 
Cal OES originated as the State War Council in 1943. It transitioned into the 
Office of Emergency Services (OES) in 1970, as the focus on emergency 
management grew. In 2004, the California Legislature combined OES with the 
Governor’s Office of Criminal Justice Planning, which handled state and federal 
grant funds to prevent crime and assist crime victims. 

In 2003, following the 9/11 attacks, the state intensified its efforts on terrorism 
prevention, leading Governor Gray Davis to create the Governor’s Office of 
Homeland Security (OHS) via an Executive Order. In 2009, the California 
Legislature merged the functions of the former OES with those of OHS, forming 
the California Emergency Management Agency (Cal EMA). 

On July 1, 2013, Governor Brown’s Reorganization Plan integrated the Office of 
Public Safety Communications, renamed Cal EMA the Governor’s Office of 
Emergency Services (Cal OES), and returned its responsiblities under the 
Governor’s Office. 

Cal OES Today 
With over 39 million residents, accounting for almost 12 percent of the nation's 
population, California is the most populous state in the U.S. and has the third-
largest land area at 163,696 square miles. The state is known for its cultural, 
ethnic, economic, ecological, and political diversity. According to newly 
released data from the International Monetary Fund (IMF) and the U.S. Bureau of 
Economic Analysis (BEA), California is now the world’s fourth-largest economy, 
contributing approximately 14 percent to the total U.S. gross domestic product. 
California faces a variety of risks and threats, including earthquakes, floods, 
wildfires, droughts, public health emergencies, cybersecurity attacks, 
agricultural and animal disasters, and threats to homeland security. Cal OES 
proactively addresses these risks and vulnerabilities, which are central to its 
mission. The organization has been tested through real events and 

https://data.imf.org/en/Data-Explorer?datasetUrn=IMF.RES:WEO(6.0.0)
https://www.bea.gov/data/gdp/gdp-state
https://www.bea.gov/data/gdp/gdp-state
https://www.gov.ca.gov/2025/04/23/california-is-now-the-4th-largest-economy-in-the-world/
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comprehensive exercises to maintain its readiness and ability to plan for and 
mitigate impacts. 

Cal OES requires a large and diverse team with a wide range of experience and 
expertise to achieve its mission. The organization serves as the state's central 
leadership during major emergencies and disasters. This includes responding to 
incidents, directing, and coordinating state and federal resources and mutual 
aid across all regions to support the state's diverse communities. Additionally, 
Cal OES assists local jurisdictions and communities with planning and 
preparedness activities, training, and managing the immediate response to 
emergencies, guiding the recovery phase, and mitigating impacts. Cal OES also 
serves as the state's primary coordinator and liaison with the Federal Emergency 
Management Agency (FEMA) to secure federal resources. We are proud to 
have a dedicated team committed to safeguarding the health and safety of all 
Californians. 

The offices and program areas that contribute toward Cal OES’ objectives and 
goals are comprised of the following seven directorates: 

• Office of the Director 
• Planning, Preparedness, Prevention 
• Response Operations 
• Homeland Security 
• Recovery Directorate 
• Public Safety Communications 
• Finance and Logistics Administration 

Strategic Direction 
In line with our strategic direction and State Leadership Accountability Act 
Report (SLAA) risk controls, the Plan establishes specific strategies for mitigating 
and resolving workforce needs that support Cal OES’ strategic goals and 
promote a diverse and competent workforce. Furthermore, this Plan aligns with 
our Underutilization Plan objectives of addressing classifications with significant 
underutilization as identified in the Annual Workforce Analysis (WA) through 
strategies to establish and maintain inclusive recruitment practices, unbiased 
hiring procedures, and to promote a diverse, inclusive organizational culture. 

For more information on Cal OES’ strategic direction, see Appendix G: Mission, 
Vision, Values, & Strategic Map.  
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Environmental Factors 
Like other agencies within California state government, Cal OES experiences 
competition with the private sector and local government positions that affect 
our workforce, especially our more specialized department-specific 
classifications and technical position classifications. Similar positions in the 
private sector and local government can offer higher salaries, competitive 
benefit packages, and job incentives. Other considerations include changes in 
administration, which can affect organizational priorities and leadership 
assignments. 

The impacts of climate change have exacerterbated wildfires and prolonged 
droughts to increasingly frequent heatwaves and flooding. The state is 
experiencing some of the most extreme emergency conditions in the country.  

Most significantly, as the nation’s premier state-level homeland security and 
emergency management agency, our organization experiences unique 
challenges and trends that influence our planning efforts. 

Some unique factors and trends: 
• Maintaining a healthy work-life balance and employee morale. 
• Recruitment and retention difficulties with department-specific job 

classifications. 
• Frequent activations and deployments during emergencies. 
• Increased workloads for undeployed staff. 

Methodology 
Cal OES follows the State of California Workforce Planning Model, which guides 
development of strategies that align staffing with the strategic mission and 
critical needs, and the State of California Succession Management Model, 
which provides tools to identify critical positions and prioritize succession 
management strategies.

https://www.calhr.ca.gov/state-hr-professionals/Pages/state-of-california-workforce-planning-model.aspx
https://www.calhr.ca.gov/state-hr-professionals/Pages/State-of-California-Succession-Management-Model.aspx
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Figure 1: Statewide Workforce Planning & Succession Management Models 

Figure 1 illustrates the five phases of Cal OES’ planning process: 
• Phase 1: Set the Strategic Direction. 
• Phase 2: Gather and Analyze Organizational Workforce Data. 
• Phase 3: Develop Strategies and the Plan. 
• Phase 4: Implement Strategies. 
• Phase 5: Evaluate the Plan. 

Our approach included input from Executives, Senior Leadership, and 
management across all seven directorates within the organization to assess the 
current and future workforce challenges and help identify the mission-critical 
key leadership positions, including the essential competencies needed for these 
positions. 
It included gathering workforce data and leadership feedback to identify 
current and future workforce challenges. 
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Cal OES gathered, compiled, and analyzed workforce data from the following: 
• State Controller’s Management Information Retrieval System (MIRS) 

Reports 
• Meetings with HR management and subject matter experts 
• Workforce Surveys and Reports 
• Workforce Planning and Development Tool Survey 
• Leadership Succession Planning Survey 

We aligned our Plan with the strategic goals and any workforce-related risk 
controls in the following: 

• 2023 State Leadership Accountability Act (SLAA) Report 
• Annual Workforce Analysis 
• Underutilization Plan 
• Cal OES’ Equity Action Plan (EAP) HR Goals 

Additionally, we considered the following information: 
• 2018-2023 Cal OES Workforce and Succession Management Plans 
• CalHR Policy 2901 - Workforce and Succession Management Plan 

Requirements 
• Cal OES’ Strategic Plan 

The participants’ collective feedback identified strategies to help Cal OES 
recruit and retain qualified candidates to fill all critical roles in the organization, 
address knowledge transfer, and build its bench of new leaders. 

Workforce Overview 
As of April 2025, Cal OES has approximately 1,536 filled permanent staff out of 
1,879 authorized permanent positions. Since Cal OES responds to disasters and 
emergencies statewide to fulfill its mission during an emergency, Cal OES may 
require temporary emergency appointments to hire staff for a short period 
under State Personnel Board (SPB) rules.  

The organization may use limited-term appointments, retired annuitants, and 
emergency hires during an emergency to prevent the stoppage of public 
services or to perform work of limited duration. If we include these short-term 
appointments, the workforce totals 1,687 as of April 2025. 

While some of Cal OES’ workforce comes from within state service, some  
Cal OES programs require unique competencies that are specialized for certain 
positions, so the candidate pool is significantly limited within state service.

https://hrmanual.calhr.ca.gov/Home/ManualItem/1/2901
https://hrmanual.calhr.ca.gov/Home/ManualItem/1/2901
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As the leader in emergency management, homeland security, and public 
safety, Cal OES is dedicated to serving all. We proactively address the numerous 
risks and threats to our communities, including earthquakes, floods, significant 
wildfires, prolonged drought impacts, public health emergencies, cybersecurity 
attacks, agricultural and animal disasters, and threats to homeland security. 
During an emergency, employees perform operational response team duties; 
potentially deploy to another work area, and work with FEMA and other local, 
state, and federal agencies. 

As an organization, Cal OES transcends the involvement of any one employee, 
and many of its current strategic goals will take years to achieve. Accordingly, 
the organization must develop and maintain a plan for retaining the skills, 
expertise, institutional knowledge, and quality of leadership necessary to sustain 
its success. In addition to supporting long-term goals, succession management is 
vital to safeguarding the organization against unplanned change. The goal of 
Cal OES’ Workforce and Succession Management Plan is to recruit, develop, 
and retain a competent, committed, and diverse workforce that provides high-
quality services to Californians.  

For more information on Cal OES’ workforce overview, see Appendix J: 
Organizational Chart. 

Retirement Eligibility 
Based on August 2023 MIRS data1 the average age of a Cal OES employee is 
46, with 154 employees (11 percent) within five years of retirement eligibility (45-
49). 

Workforce data in Figure 2 shows that 514 (38 percent) Cal OES employees are 
50 or older.2

 

 
1 Information and data obtained through MIRS is an estimate based on information voluntarily supplied by 
employees. 

2 December 2023 California State Civil Service Employee Age Demographics show 34 percent of 
permanent state employees are 50 or older. 

 

https://www.calhr.ca.gov/state-hr-professionals/Pages/workforce-planning-statistics.aspx
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Figure 2: Cal OES’ Workforce Eligible for Retirement as of August 2023 

This data provides insight into future workforce needs based on projected 
retirement eligibility. This information also provides an opportunity to focus on 
succession management strategies for future retirements/separations. 

Although tenure and experience can be an asset for the organization, the 
percentage of employees approaching retirement poses a risk since these 
employees hold a wealth of historical organizational knowledge that will be 
difficult to replace. 

For more information on Cal OES’ workforce eligible for retirement, see Appendix 
A: Retirement Eligibility as of August 2023 

Separation Trends 
Cal OES analyzed the separation rates of its permanent civil service employees 
during fiscal years 2020–21 through 2022–23. Results in Table 1 show 173 
separations (13 percent of total employees) in 2020–21, 166 separations (12 
percent) in 2021–22, and 249 separations (18 percent) in 2022–23. 

To project our separation trends for 2023–24 and 2024–25, Table 1: Cal OES' 
Separation Trends we use an Excel forecast formula. This formula predicts future 
values based on existing data. We input actual separation data from 2020–21, 
2021–22, and 2022–23 to forecast trends for 2023–24 and 2024–25.

13%

25%

38%

11%

0%

5%

10%

15%

20%

25%

30%

35%

40%

At or Above Age
Retirement Age (60+)

Eligible for Retirement
(55+)

Eligible for Retirement
(50+)

Within 5 Years of
Retirement Eligibility (45-

49)



9 

Table 1: Cal OES' Separation Trends by Fiscal Year 

Fiscal Years Voluntary 
Separations Retirements Involuntary 

Separations 

Health/ 
Disability/ 

Family 

Total 
Separations Percentage 

2020–21 118 35 4 16 173 13% 

2021–22 79 37 3 47 166 12% 

2022–23 129 42 6 72 249 18% 

2023–24 101 35 3 72 211 15% 

2024–25 107 37 4 23 171 13% 

Separation categories: 
• Voluntary 
• Retirement 
• Involuntary 
• Health/Disability/Family (H/D/F) 

The voluntary separation rate for permanent state civil service employees was 
118 (8.6 percent) in fiscal year 2020–21, 79 (5.8 percent) in 2021–22, and 129 (9.4 
percent) in 2022–23. 

During fiscal year 2020–21, Cal OES had 35 retirements, followed by 37 in 2021–
22, and 42 in 2022–23. Data from 2022–23 reflect an increase in voluntary 
separations and retirements compared to 2021–22. These trends suggest a need 
to implement targeted recruitment strategies and strengthen retention efforts to 
maintain our multi-talented workforce. 

Based on recent trends, we estimate approximately 101 separations (15 
percent) will occur in fiscal year 2023–24, and approximately 107 separations (13 
percent) in 2024–25. 

For more information on Cal OES’ separation trends, see Appendix B: Separation 
Snapshot by Fiscal Year.
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Attrition 
Turnover and attrition are human resource terms that are often confused. 
Employee turnover and attrition both occur when an employee leaves the 
organization. Turnover, however, is for several actions such as discharge, 
termination, resignation, or abandonment. Attrition occurs for voluntary and 
involuntary reasons, such as when an employee retires or when the employer 
eliminates the position. When the attrition rate is high, the overall workforce is 
getting smaller. This may indicate an aging workforce, which means being 
proactive about succession management and knowledge transfer. 

In 2021, Cal OES began tracking the monthly attrition rate for HR management 
to assist with making more informed and proactive decisions about improving 
retention and reducing employee departures. 

 
Figure 3: Cal OES' Attrition for 2023 

Based on trends in Figure 3, the organization may need to focus on developing 
knowledge transfer strategies, increasing employee engagement, enhancing 
retention efforts, and implementing a succession planning process.  

For more information on Cal OES’ attrition, see Appendix C: Attrition for 2023.
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Generational Breakout 
Cal OES’ workforce is diverse, with various age groups within four generations. 
Generational differences and characteristics can play a key role in recruitment 
and retention strategies now and in the future. Although each employee has 
unique traits and values, generational descriptors assist in gaining a general 
understanding of the differences and similarities between generational groups. 

A multi-generational and diverse workforce offers both opportunities and 
challenges. With four to five generations coexisting in the workplace, being 
aware of each generation's similarities, differences, and nuances and finding 
creative ways to accommodate them will contribute to the organization's 
overall success. 

The generational breakout of our workforce shows that 3 percent are 
Generation Z, 40 percent are Millennials, 42 percent are Generation X, 16 
percent are Baby Boomers, and (*) percent are Traditionalists. As shown in Table 
2, Generation X is the most represented group, followed by Millennials.  
Table 2: Cal OES' Generational Breakout by Classification Level as of September 20233 

Classification Level 
Generation 

Z 
(1997-2015) 

Millennials 
(1982-1996) 

Generation 
X 

(1965-1981) 

Baby 
Boomers 

(1946-1964) 

Traditionalists 
(1925-1945) 

Rank-and-File 39 451 377 172 * 

Managers/Supervisors * 65 123 37 0 

Staff Services Manager 
III/Program Manager III 0 8 23 * 0 

CEA 0 * 14 * 0 

Exempt 0 18 39 6 0 

All  40 544 576 218 * 

Percentage 3% 40% 42% 16% * 

For more information on Cal OES’ generational breakout, see Appendix D: 
Generational Breakout as of September 2023. 

 

 
3 Based on MIRS data from September 2023. Any values under three, reflect (*) for anonymity. 
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Demographics 
Gender 
At Cal OES, diversity is a critical part of our culture and integral to how we 
conduct our business. We believe that fostering a diverse and inclusive 
workforce is not only the right thing to do but also a cornerstone of our success.  

As shown in Table 3, Cal OES is composed of 43 percent female-identifying and 
57 percent male-identifying employees. While some divisions fluctuate from 
these averages, reflecting broader trends in the public and private sectors, 
particularly in emergency management and public safety, we are committed 
to promoting diversity in all its forms. This commitment helps us better serve our 
communities, drive innovation, and achieve excellence in our work. 
Table 3: Cal OES and Statewide Civil Service Gender Demographics as of June 20234 

Demographic Cal OES  Statewide 

Female-Identifying 43% 46% 

Male-Identifying 57% 54% 

Ethnicity 
Cal OES’ overall ethnic composition, shown in Table 4, includes 50 percent 
White, 16 percent Hispanic, 12 percent Asian, 5 percent Black or African 
American, 3 percent Filipino, 1 percent Pacific Islander, and 11 percent Other or 
Not Identified. While a significant portion of the Cal OES workforce is White, 
some business areas are more diverse than others.

 

 
4 Based on June 30, 2023, Departmental and Statewide Demographic Reports. 
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Table 4: Cal OES and Statewide Civil Service Ethnicity Demographics as of June 2023 

Demographic Cal OES Statewide 

Asian 12% 13% 

Black or African American 5% 9% 

Filipino 3% 6% 

Hispanic 16% 26% 

Other or Not Identified 11% 9% 

Pacific Islanders 1% 1% 

White 50% 37% 

We realize that our success depends upon qualified people (regardless of age, 
color, disability, national origin and ethnicity, race, religion, sex, sexual 
preference, or any other protected status designated by federal or state law). 
Having a workplace that represents the communities we serve is mission-critical. 

Age 
As mentioned in the Retirement Eligibility section, the average age of a Cal OES 
employee is 46 years old, while the average tenure in state service is 16 years. 
Although this lengthy tenure can be an asset to the organization, it is also a 
potential risk since employees with historical program knowledge can be 
difficult to replace. Currently, approximately 11 percent of our total workforce is 
within five years of becoming eligible for retirement, and 38 percent of the 
workforce is 50 years or older. 

Recognizing that people are the foundation of everything we do, Cal OES 
utilizes strong workforce data analytics to ensure that we are aligned with 
industry trends, meeting our organizational goals, and continuously developing 
workforce practices that deliver results to attract, develop, and retain talent. 
Cal OES has employees representing various age groups, generations, and 
ethnicities.
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Disabled Employee Representation 
Cal OES’ representation of persons with disabilities (PWD), as shown in Table 5, is 
6.9 percent department-wide, compared to 7.3 percent in the statewide civil 
service workforce. 
Table 5: Cal OES and Statewide Civil Service PWD as of June 2023 

Demographic Cal OES Statewide 

Persons With Disabilities 6.9% 7.3% 

Cal OES strives to educate employees about the talents of all people, including 
persons with disabilities. The Disability Advisory Committee (DAC) assists Cal OES 
in its efforts to enhance employment and promotional opportunities, as well as 
equal treatment and physical and programmatic access for persons with 
disabilities. 

The DAC focuses its efforts on the following:  
• Serves as technical advisor to the department head and EEO Officer on 

the development, implementation, and maintenance of equal 
employment opportunity and affirmative action programs and activities 
for employees with disabilities. 

• Initiates, designs, coordinates, and implements projects that will improve 
the personnel practices and employment opportunities for persons with 
disabilities to facilitate their representation at all levels within the 
department. 

• Establishes liaisons with groups and organizations that are concerned with 
achieving representation and utilization of persons with disabilities in the 
department's workforce. 

• Monitors issues concerning the DAC to guarantee that necessary actions 
occur within reasonable timeframes. 

• Assists and advises staff on issues relating to the Americans with Disabilities 
Act (ADA). 

In October, the DAC observes National Disability Employment Awareness Month 
(NDEAM) to celebrate the value and talent that people with disabilities add to 
the workplace. During NDEAM, the Cal OES DAC hosts a variety of activities 
throughout the month to highlight various types of disabilities, disability etiquette, 
and more through weekly blog articles on Inside Cal OES (the intranet).

https://www.dol.gov/agencies/odep/initiatives/ndeam
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Diversity and Inclusion 
As part of its continued commitment to equity-centered emergency 
management, Cal OES formally created the Office of Diversity, Equity, and 
Inclusion (ODEI) in 2022 to elevate and expand current equity and access 
programs and embed equity and engagement principles throughout Cal OES’ 
actions, policies, programs, and procedures, both internally and externally. The 
ODEI ensures that principles of equity, justice, inclusion, transparency, and 
accountability govern all aspects of emergency services. 

For more information on equity, refer to Governor Gavin Newsom’s Executive 
Order N-15-22. 

Key Initiatives 
• Diversity, Equity, and Inclusion (DEI) trainings. 
• Equity in Policies, Practices, and Procedures. 
• Strengthening Recruitment and Retention. 
• Creating Employee Resource Groups (ERGs). 

Equity Advisory Committee (EAC) 
In recognizing the importance of equity in emergency management, the ODEI 
created the Equity Advisory Committee (EAC), composed of various leaders 
within Cal OES. The EAC will advise on setting the ODEI agenda to cultivate 
belonging and foster a more equitable, inclusive, and diverse workforce. 

Strengthening Recruitment and Retention 
In close collaboration with Human Resources (HR) and Talent Development, 
continue implementation of the Cal OES Equity Action Plan (EAP) HR Goals to 
apply best practices aimed at attracting and retaining diverse job candidates. 

At Cal OES, we believe that our employees are key to our success. Our 
commitment to diversity, equity, and inclusion (DEI) ensures that every team 
member feels valued, respected, and supported.  

For more information on Cal OES’ demographics, see Appendix E: 
Demographics as of June 2023.

https://www.gov.ca.gov/wp-content/uploads/2022/09/9.13.22-EO-N-16-22-Equity.pdf?emrc=c11513
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Competencies 
Competencies are the knowledge, skills, and behaviors needed for individuals 
to succeed on the job. Competencies are important for organizational success 
and job performance. 

Competencies create the strong foundation of an organization by: 
• Setting and understanding expectations of job knowledge and standard 

performance. 
• Creating consistent/workforce terminology and a shared language across 

the organization to describe needed and expected job performance. 
• Clarifying the steps necessary and available to advance one’s career. 
• Providing a foundation for successful recruitment and workforce planning. 

The California Department of Human Resources (CalHR) created Core and 
Leadership Competency Models that identify the observable and measurable 
knowledge, skills, abilities, or behaviors contributing to successful job 
performance. 

Using CalHR’s competency models, incumbents in key leadership positions 
participated in a Leadership Succession Planning Survey, identifying and ranking 
the critical competencies for their positions. The classifications ranged from CEA, 
Exempt, or equivalent (Deputy Directors, Assistant Directors, and Chiefs).  

Survey participants identified and ranked the top three critical competencies in 
Table 6 that contribute towards their ability to lead the critical functions, support 
the mission, and achieve strategic goals.  
Table 6: Cal OES' Top Three Leadership and Core Competencies 

Rank Leadership Competencies Core Competencies 
1 Results-Oriented Communication & Collaboration 

2 Vision & Strategic Thinking Interpersonal Skills & Resilience 

3 Inspirational Leadership Customer Engagement & 
Innovative Mindset 

CalHR’s competency models do not describe all the competencies needed. 
Each position requires occupation—and job-specific competencies that all 
state departments must identify to help employees understand what is 
expected in their jobs. 

Cal OES will explore strategies to identify occupation and job-specific 
competencies needed to perform the key leadership positions to fulfill its mission-
critical goals. 

https://www.calhr.ca.gov/Training/Pages/competencies.aspx
https://www.calhr.ca.gov/Training/Pages/competencies.aspx
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For more information on CalHR’s competency models, see Appendix H: Core 
and Leadership Competency Model. 

Key Positions 
A key position is one whose decision-making authority and responsibilities 
significantly influence and advance efforts toward achieving mission-critical 
goals. As shown in Table 7, Cal OES identified the majority of its Executive 
Leadership Team as holding key leadership positions that support the 
organization's mission-critical objectives. 
Table 7: Cal OES' Key Leadership Positions 

Key Leadership Positions 
Director, Office of Emergency Services Assistant Director, Response Operations 

North 

Chief Deputy Director, Operations Assistant Director, Response Operations 
South 

Chief Deputy Director, Policy & Administration Assistant Director, Recovery Operations 

Chief Counsel, Legal Affairs Assistant Director/Superintendent, California 
Specialized Training Institute (CSTI) 

Deputy Director, Crisis Communication and 
Public Affairs 

Assistant Director, Public Safety 
Communications 

Deputy Director, Office of Legislative and 
Governmental Affairs 

Chief, Law Enforcement 

Deputy Director, Planning, Preparedness, and 
Prevention 

Chief, Fire and Rescue 

Deputy Director, Response Operations Chief, Office of Access and Functional 
Needs 

Deputy Director, Homeland Security Chief, Office of Private Sector/Non-
Govermental Organization (NGO) 
Coordination 

Deputy Director, Recovery Directorate Chief, Office of Diversity, Equity, and 
Inclusion 

Deputy Director, Public Safety 
Communications 

Commander, State Threat Assessment 
Center 

Deputy Director, Finance and Logistics 
Administration 

Commander, California Cybersecurity 
Integration Center (Cal-CSIC) 

Executive Director, Seismic Safety Commission Career Executive Assignment (CEA) 

Assistant Chief Counsel Staff Service Manager III 

Assistant Deputy Director, Office of Legislative 
and Governmental Affairs 

Program Manager III, OES 

Assistant Director, Hazard Mitigation  
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For more information on Key Positions, see Appendix I: Key Position Pipeline - 
Categories & Classifications.  
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Workforce Survey Results 

To improve recruitment, retention, and employee engagement efforts, Cal OES 
provides employees with opportunities to participate in various workforce 
surveys and offer critical feedback.  

Entrance 
TDD sends new employees an Entrance Survey as a “Welcome” to the 
organization and to gather feedback on their recruitment, hiring, and 
onboarding experiences. 

Entrance Survey results in Figure 4 show that 58 percent of employees joined the 
organization because of the mission, 12 percent for the location, 7 percent for 
the pay, and 23 percent for the promotional opportunities. 

 
Figure 4: 2023 Entrance Survey Results - Reasons for Joining Cal OES 

Mid-Point 
TDD sends the Mid-Point Survey to follow up with new employees after they 
complete four to six months with Cal OES to determine if they feel supported, 
have the resources and training they need to be successful, and are still satisfied 
working at Cal OES. 

Mid-Point Survey data indicate that 177 employees responded to the survey in 
2023. Survey results referenced in Figure 5 show that 82 percent of the 
employees are at the rank-and-file level, 8 percent are at the supervisory level, 3 
percent are at the managerial level, and 7 percent are at the exempt level.
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7%

23%
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Pay
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Figure 5: 2023 Mid-Point Survey Results - Classification Levels 

Exit 
To improve retention and mitigate turnover rates, TDD sends an Exit Survey to 
collect employee feedback about their decision to leave the organization. 
Data collected from the survey helps identify areas within the organization to 
improve. 

Exit Survey data indicate that 110 employees responded to the survey in 2023. 
Survey results referenced in Figure 6 show that 6 percent of employees surveyed 
are Generation Z, 50 percent are Millennials, 35 percent are Generation X, and 9 
percent are Baby Boomers at the time they departed.
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Figure 6: 2023 Exit Survey Results - Generational Breakout 

Employee Satisfaction 
The Organizational Performance Management (OPM) team administers the 
Employee Satisfaction Survey every two years as a means of gauging working 
conditions throughout the organization and as a way to engage employees in 
helping to make Cal OES a great place to work. Employees provide comments 
and recommendations for improvements, and all comments remain anonymous 
unless employees choose to include their names. The Director and Chief Deputy 
Director receive a report of the survey responses for review, and Cal OES 
publishes the results on the Intranet for employees to read. Additionally, the 
OPM team receives employee suggestions to research potential project 
charters and initiatives to implement throughout Cal OES. 

The 2023 Employee Satisfaction Survey had 669 respondents and 376 
recommendations. The top three comments/recommendation categories 
included: 

1. Management 
2. Improve Collaboration/Breakdown Silos 
3. Communication 

At Cal OES, we believe in continuous learning and improvement. Feedback 
helps identify trends or challenges, and supports finding solutions and 
alternatives to retain our valuable workforce.

6%
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35%

9%

Generation Z (1997-2015)

Millennials (1982-1996)

Generation X (1965-1981)

Baby Boomers (1946-1964)
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Workforce Gap Analysis 
TDD conducted a comprehensive gap analysis comparing existing staff 
capabilities (supply) with current and projected workforce needs (demand). The 
analysis drew on data collected through: 

• Input from Executives, Senior Leadership, and management. 
• Meetings with HR management and subject matter experts. 
• An assessment of internal and external environmental factors. 
• Workforce surveys and reports. 
• Analysis of demographic and workforce data. 
• Key trends in the future workforce composition. 

Data analysis revealed department-wide gaps and risks in recruitment, 
retention, employee development, knowledge transfer, and succession 
management. 

Recruitment Gaps and Risks 
Cal OES has more than 127 classifications, each with unique knowledge, skills, 
and abilities that require targeted recruitment strategies. 

Other recruitment gaps resulting from current workforce challenges and trends 
include: 

• Career Fairs/Outreach Events: Difficulty participating in statewide career 
fairs and outreach events due to financial costs. 

• Hiring: The lengthy state hiring process. 
• Department-Specific Classifications: 

o Fire and Rescue and Law Enforcement Coordinator Series – More 
competitive salaries at other government agencies. 

o Emergency Services Coordinator Series – Difficulty with recruitment 
and retention in high-cost-of-living geographic locations. 

o Telecommunication Technician Series – Difficulty with recruitment 
due to differences in knowledge, skills, and abilities within the series, 
and competitive salaries in the private industry. 

o Telecommunications Maintenance Supervisor Series - Pay parity 
impact due to recent pay increases to the Telecommunication 
Technician Series.
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• PWD Hiring in Occupational Groups and Job Classifications: 
o Installation, Maintenance, and Repair:  

 Telecommunication Systems Operations Supervisor I & III 
 Heavy Equipment Mechanic 
 Telecommunications Systems Technician I/II/III 

o Arts, Design, Entertainment, Sports, and Media:  
 Information Officer II 
 Coordinator-Communications 
 Emergency Notification Controller 

o Education, Training, and Library: 
 Emergency Management Coordinator/Instructor l & ll 
 Senior Emergency Management Coordinator 

Failing to address these challenges may threaten Cal OES’ ability to attract and 
retain qualified candidates, which may jeopardize its ability to meet its vision: 
“The leader in emergency management, homeland security, and public safety 
through dedicated service to all.” 

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

• Career Advancement: Exit Survey results reveal employees depart 
primarily because restrictive general and department-specific job 
classifications create barriers to advancement, limiting both promotional 
opportunities and career mobility. 

• Work-Life Balance: Exit Survey results reveal challenges in maintaining a 
healthy work-life balance stemming from frequent activations and 
deployments, which simultaneously burden remaining staff with heavy, 
steady-state workloads during disasters and emergencies. 

• Employee Engagement: Mid-Point Survey results demonstrate a need to 
bring awareness to employee engagement activities department-wide. 

Failing to address these challenges may jeopardize Cal OES’ ability to retain its 
multi-talented workforce needed to achieve its mission: “We protect lives and 
property, build capabilities, and support our communities for a resilient 
California.” 
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Employee Development Gaps and Risks 
Employee development gaps resulting from current workforce challenges 
include: 

• Competencies: A lack of documented Occupation and Job-Specific 
competencies for key leadership positions. 

• Training Opportunities: Mid-Point and Exit Survey results indicate the 
demand for job-related and technical training specific to program areas. 

• Development Programs: Mid-Point Survey feedback reveals insufficient 
awareness of Cal OES’ comprehensive development opportunities, 
including onboarding services, career counseling, mentorship, leadership 
training, and upward mobility. 

Failing to address these challenges may jeopardize Cal OES’ ability to achieve 
Goal 5 of its Strategic Plan: "Develop an inclusive, united, and innovative 
workforce that is trained, experienced, knowledgeable, and ready to adapt 
and respond." 

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

• Business Processes: Many program areas still need to identify, document, 
store, and share business processes and desk procedures. 

• Knowledge Transfer: There are challenges in some program areas with 
capturing and sharing knowledge due to frequent deployments and 
activations. 

• Cross-Training: The organization should explore opportunities for 
employees to gain experience and exposure to diverse career paths 
within the department. 

Failing to address these challenges threatens Cal OES’ ability to retain the 
knowledge and expertise needed to realize Goal 2 of its Strategic Plan: 
“Strengthen California’s ability to plan, prepare for, and provide resources to 
mitigate the impacts of climate, disasters, emergencies, crimes, and security 
events.” 

Succession Management Gaps and Risks 
Succession management gaps resulting from current workforce challenges and 
trends include: 

• Talent Pipleline: A lack of qualified or ready individuals to fill key leadership 
positions when they become vacant.



25 

Bench Strength Challenges 
We identified a lack of bench strength as a significant risk, as the organization 
does not have an adequate pool of skilled and prepared individuals ready to 
step into key leadership positions when needed. 

Many program areas have staff who were hired over the last two years and 
have not yet acquired in-depth emergency management knowledge and 
experience. 

Likewise, several members of the leadership team are relatively new to their 
roles. While many have leadership experience from other state agencies, their 
understanding of Cal OES processes and emergency management is still 
evolving.  

Based on August 2023 MIRS data referenced in Figure 2, approximately 11 
percent of Cal OES’ total workforce is within five years of retirement eligibility, 
and nearly 38 percent of the workforce is 50 years or older. This presents a risk to 
the organization as the departure of these employees could result in the loss of 
critical institutional knowledge. 

Many program areas currently have new staff who, while subject matter experts 
in their field, may lack a deep understanding of our organization's fast-paced, 
collaborative, and mission-driven emergency management culture and 
business practices. 

To mitigate these risks and address the lack of bench strength, Cal OES will need 
to implement some of the following strategies: 

• Knowledge Transfer Programs 
• Cross-Training 
• Leadership Development Programs 
• Diverse Recruitment and Selection Processes 
• Internal Promotional Opportunities and Career Development 

Investing in our talent pipeline will increase Cal OES’ bench strength and ensure 
employees are prepared to fill mission-critical positions. 
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Other succession management gaps resulting from current workforce 
challenges and trends include: 

• Staff-Training, Knowledge, Competence: As identified in the 2023 SLAA 
Report, there is a need to expand the California Specialized Training 
Institute (CSTI) staff within Cal OES, establish succession plans, and refine 
operational procedures. Another risk identified in the 2023 SLAA Report is 
the increasingly larger and longer emergency responses that ultimately 
increase the need for Cal OES services, resulting in the need to increase 
the size and expertise of its workforce.  

• Staff-Key Person Dependence, Workforce Planning: The 2023 SLAA Report 
highlighted the ongoing need to enhance workforce planning 
strategies—covering recruitment, retention, employee development, 
knowledge transfer, and succession management—to support each 
program area. Additionally, with a large portion of the workforce 
approaching retirement, Cal OES identified a risk to operations and the 
importance of building a stronger workforce.  

• Succession Management Process/Guidelines: Implementing a succession 
management framework would establish a pipeline of candidates to fill 
key leadership positions. Essential components include knowledge transfer 
strategies, candidate readiness assessments, competency mapping, and 
a leadership development plan. This approach would enable 
management and staff to navigate leadership transitions effectively.  

The Plan will address these challenges by creating a learning environment with 
professional development opportunities that encourage leadership 
development throughout the organization. Addressing these challenges will 
increase our workforce strength and provide a career path to key leadership 
positions, safeguarding readiness for leadership succession by increasing our 
talent pool of potential candidates.  

If not properly mitigated, this risk may result in retirements and staff turnover, 
negatively affecting key leadership positions and the loss of valuable 
knowledge and critical work functions, ultimately creating challenges across  
Cal OES and potentially influencing our mission. 

Status of 2018-2023 Workforce and Succession Plans 
Through the implementation of the strategies in the 2018-2023 Workforce and 
Succession Management Plans over the past five years, Cal OES has completed 
several steps to mitigate workforce and succession management risks and 
promote leadership development in preparation for succession.
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To execute the strategies in these Plans effectively, TDD leveraged the 
Professional Development Team Charter to organize a Workforce Planning 
(WFP) Initiatives Project Charter. Through the Project Charter, we engaged 
volunteers from across the department to collaborate in the development, 
implementation, and execution of the strategies outlined in these Plans. 

2018-2023 Workforce Plan 
Our 2018-2023 Workforce Plan identified five key strategies to improve 
recruitment, retention, employee development, knowledge transfer, and 
succession management efforts.  

Once implemented, TDD shared the outcome and achievements towards the 
objectives in the August 15, 2023, Inside Cal OES blog article. 

2019-2023 Succession Plan 
The 2019-2023 Succession Plan included eight key strategies to foster the 
continuous development of Cal OES’ upcoming generation of leaders.  

Cal OES divided the strategies into five categories: 
• Leadership Pipeline Development (Enterprise-Wide) 
• Bridging Classifications Development 
• Supervisor Development 
• Manager Development  
• Executive Development 

Regrettably, due to a shifting of resources and priorities mid-way through the 
implementation of the 2019-2023 Plan and the impacts of the COVID pandemic 
on projects and strategies in motion and mission-critical disaster-related 
emergencies, the organization had to pause or delay most of the strategies. 

Workforce Planning Strategies 
Based on the data and information we obtained from the Workforce Gap 
Analysis and subsequent risks, Cal OES identified the following strategies to 
implement or improve upon to meet the current and future workforce needs. 
Additionally, based on the opportunities from our 2018-2023 Workforce and 2019-
2023 Succession Plans, we are leveraging some of the strategies to serve our 
workforce better. The activities associated with the strategies identified in the 
Plan will continue throughout its term.
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Recruitment Strategies 
Cal OES will engage in creative strategies to attract a diverse and capable 
workforce. 

Develop Targeted Recruitment Strategies 
• Expand recruitment by advertising job announcements through alternate 

channels via various web-based recruiting channels. 
• Establish targeted recruitment strategies for hard-to-fill positions. 
• Establish relationships with local universities and professional career 

organizations. 
• Utilize innovative marketing language in exam and job bulletins to 

highlight Cal OES’ mission, location, and amenities. 
• Use inclusive language to encourage diverse talent. 

Explore Creative Recruitment Strategies for Challenges with 
Department-Specific Classifications 

• Develop strategies for the department-specific classifications identified in 
the Recruitment Gaps and Risks section to address recruitment challenges 
related to more competitive salaries offered by other government 
agencies: 

o Pay differential for disaster-related fieldwork. 
o Pay differential for technical experience, longevity, certification, or 

licensure. 
• Develop strategies for the department-specific classifications identified in 

the Recruitment Gaps and Risks section to address difficult recruitment 
and retention challenges related to high-cost-of-living geographic 
locations: 

o Pay differential for high-cost-of-living geographical locations. 
• Update classification specifications for department classification series 

identified in the Recruitment Gaps and Risks section to address variations 
in knowledge, skills, and abilities within the series. 

Increase Representation in Historically Underrepresented Job 
Classifications and Expand Hiring Initiatives for People With Disabilities 
(PWD) 

• EEO will collaborate with division heads to explore how they can support 
efforts to diversify teams within the following occupational groups and 
job classifications: 
o Installation, Maintenance, and Repair: 

 Telecommunication Systems Operations Supervisor I & III 
 Heavy Equipment Mechanic 
 Telecommunications Systems Technician I/II/III 

o Arts, Design, Entertainment, Sports, and Media: 
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 Information Officer II 
 Coordinator-Communications 
 Emergency Notification Controller 

o Education, Training, and Library: 
 Emergency Management Coordinator/Instructor l & ll 
 Senior Emergency Management Coordinator 

• EEO will partner with supervisors and HR to use the Limited Examination 
and Appointment Program (LEAP) list during hiring and support 
supervisors throughout the LEAP process. 

• Develop additional outreach strategies. 
• Add a DEI statement to all job announcements. 
• Add DEI language on duty statements. 

Retention Strategies 
Through cross-functional collaboration with ODEI, HR, and Talent Development, 
Cal OES will continue to apply best practices to retain a diverse workforce and 
increase employee engagement across the organization. 

Develop and Promote Work-Life Balance Strategies 
• Explore and develop work-life balance resources to help employees 

manage challenges associated with frequent activations and 
deployments. 

• Promote existing wellness programs and additional resources to support 
employees ability to maintain a healthy work-life balance. 

• Update and enhance Cal OES’ Peer-to-Peer Recognition Program, and 
encourage internal recognition practices to promote employee’s 
contributions and service. 

• Promote the Employee Recognition Committee’s Quarterly Awards 
Program and coordinate the delivery of recognition awards to improve 
employee appreciation efforts. 

• Create an intranet webpage or newsletter to highlight award recipients 
and boost employee appreciation and increase retention efforts. 

Enhance Equity in Policies, Practices, and Procedures 
• ODEI will systematically review, develop, and implement organizational 

policies, day-to-day practices, and operational procedures to ensure 
they are fair, inclusive, and do not disproportionately disadvantage any 
group.
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Employee Development Strategies 
Cal OES will continue to foster and encourage professional development 
opportunities throughout the organization to support career growth, increase 
productivity, and support employees' goals. 

Diversity, Equity, and Inclusion (DEI) Trainings 
• Structured learning sessions that educate employees on topics including 

unconscious bias, cultural competence, microaggressions, and inclusive 
behaviors. 

Identify Occupation & Job-Specific Competencies Needed for Key 
Positions 

• Identify and document occupation and job-specific competencies 
needed for positions identified in the Key Positions section. 

Knowledge Transfer Strategies 
Cal OES will continue to look for ways to identify, capture, and develop 
knowledge transfer strategies for sharing job-related tasks and information to 
ensure knowledge is available to our current and future employees. 

Enhance Resources and Tools to Address Barriers to Knowledge 
Transfer 

• Promote Cal OES’ Knowledge Transfer Guide so managers and 
supervisors can capture, document, and transfer knowledge for their 
program areas. 

• Establish knowledge-sharing habits with information forums, listening 
sessions, lunch and learn, or coffee chat sessions. 

• Enhance the ability to share knowledge with technology (e.g., cloud-
based knowledge-sharing tools, knowledge-sharing platforms, and 
technology-based teaching). 

Succession Management Strategies 
Cal OES will leverage succession management strategies to foster a professional 
and leadership development environment where employees can effectively 
transfer their knowledge to others.
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Expand Training, Knowledge, and Competence 
• Build and sustain a larger group of emergency staff who will be 

professionally trained and experienced, and readily available to deploy 
and activate during disaster incidents. 

• Implement onboarding and credentialing strategies: 
o Reinforce and prioritize required, baseline, and emergency 

management training and exercises for all managers, and current 
and newly hired personnel. 

o Develop a position shadowing program. 
o Increase efforts with the HR Section to fill vacant instructor staff 

positions and reduce the time required to screen applicants. 
o Continue to onboard instructors as needed to develop the 

succession process for efficient/effective continuity of operations. 
• Create strategies to improve and support the increased demand for 

disaster response: 
o Expand membership of the Incident Support Teams (IST). 
o Develop the Incident Management Assistance Team (IMAT) for 

deployment to local Emergency Operation Centers (EOCs) across 
California during times of catastrophic disasters. 

o Support the needs of the counties for additional courses/offerings, 
and increase capacity to meet the demand. 

Create Strategies to Address Key Person Dependence and Improve 
Workforce Planning Efforts 

• Continuously improve workforce planning by establishing short-term and 
long-term initiatives to improve recruitment, retention, employee 
development, knowledge transfer, and succession management gaps. 

• Develop a five-year plan to address workforce gaps and risks in 
recruitment, retention, employee development, knowledge transfer, and 
succession management. 

• Implement a Workforce Planning Survey & Development Tool to help 
identify current and future workforce gaps and opportunities. 

Explore, Develop, and Implement Succession Management 
Processes/Guidelines for Management and Employees to Prepare 
for Succession 

• Implement a Knowledge Transfer Exit Survey Checklist form to capture, 
preserve, and transfer the knowledge of key leadership position duties to 
a successor.
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• Promote Cal OES’ Knowledge Transfer Guide so managers and 
supervisors can start or continue succession management efforts for their 
program area. 

• Develop a Leadership Readiness Assessment form to help management 
evaluate potential candidates' preparedness for key position succession. 

• Develop a Leadership Development Plan to serve as a tool for 
developmental activities aimed at preparing and enhancing a potential 
candidates’ performance. 

Leadership Succession Management Program 
Key Leadership Positions and Competencies 
Cal OES has designated the roles listed in Table 7: Cal OES' Key Leadership 
Positions, as the main focus of its succession management strategy, emphasizing 
the essential competencies outlined in Table 6: Cal OES' Top Three Leadership 
and Core Competencies, as key to their effectiveness. 

Assessment Strategy 
Positions listed in Table 7 will be the central focus of the organization’s 
succession management program to build bench strength for critical leadership 
roles. 

The organization will consider developing a leadership readiness assessment 
form to help managers and supervisors evaluate candidates’ competency 
levels, readiness for key leadership roles, and identify any development needs 
for those interested in the program. 

The assessment strategy will emphasize plans for actively preparing the 
candidate pool in classifications closest to Cal OES’ Key Leadership Positions. 
These classifications are listed in Appendix I: Key Position Pipeline – Categories & 
Classifications (Manager Development).  

The foundation of the succession management program is to prepare its 
managers for executive-level leadership responsibilities.  

Key Leadership Position Development Strategies 
Cal OES’ strategies for developing key leadership positions and addressing 
competency gaps may include: 

• Offering training and development focused on at least one of the core 
leadership competencies outlined in Table 6.
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• Providing in-house training sessions targeted at specific competency 
gaps. 

• Utilizing the Cal OES Mentoring Program to enhance Executive-level 
engagement and promote a culture of knowledge sharing and transfer. 

While the initial focus is on senior management roles, the succession 
management strategy also considers the development needs across the entire 
leadership pipeline. 

Future iterations of Cal OES’ succession management program include: 
• Other critical leadership and non-leadership positions within the 

organization. 
• Cross-training strategies. 
• Professional development for bridging the rank-and-file to supervisory 

positions. 
• A “something for all” approach. 
• Fostering diversity and inclusion. 

Conclusion 
Cal OES will measure the effectiveness of the Plan by monitoring how successful 
the initiatives are in closing the gaps in recruitment, retention, employee 
development, knowledge transfer, and succession management. If the gaps 
are reduced by the initiatives discussed in this Plan, then the Plan will be 
deemed a success. Each initiative will be monitored by the designated due 
date outlined in Appendix K: Action Plan.  

Ensuring Success 
Cal OES’ Talent Development Division (TDD) is pleased to have led the 
development of this Plan. TDD will monitor and adjust the action plans as 
necessary based on organizational needs and environmental impacts. TDD 
works collaboratively alongside the HR Section’s management team, Cal OES 
Leadership, Civil Rights and Equal Employment Opportunity (EEO), the Office of 
Diversity, Equity, and Inclusion (ODEI), and program subject matter experts to 
implement the strategies within the Plan and collect performance indicators. 

TDD will work closely with all identified responsible parties for the initiatives 
outlined in the Plan to provide quarterly updates for the Executive Sponsor and 
interested parties on accomplishing planned outcomes using key performance 
indicators and benchmark data in Appendix K: Action Plan.
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To bring awareness to these efforts and streamline priorities, the Plan aligns with 
Cal OES’ Strategic Plan, enhancing coordination, improving overall 
effectiveness, and ensuring efficient use of resources in support of the 
organization's mission. 

The Plan will be posted on Inside Cal OES (the intranet), with Executive 
Management promoting it during Senior Management and Division/Branch staff 
meetings. TDD will provide quarterly updates on progress made and emerging 
challenges. 

A key driver of organizational success is the dedication of its people. This Plan 
plays a vital role in helping Cal OES achieve its mission and navigate daily 
challenges. It serves as a roadmap for developing, engaging, and motivating 
employees by highlighting the importance of their contributions. 

An engaged workforce fuels innovation, enabling Cal OES to advance its 
mission of protecting lives and property, enhancing capabilities, and supporting 
resilient communities across California. The Plan also aims to ensure leadership 
and organizational continuity. 

Through these efforts, Cal OES seeks to: 
• Strengthen its diverse and skilled workforce. 
• Prepare the next generation of leaders. 
• Enhance collaboration and engagement organization-wide. 
• Reinforce its commitment to developing and retaining top talent. 
• Uphold its core values of integrity, equity, service, respect, and resilience.
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Appendix A: Retirement Eligibility as of August 2023 
This appendix relates to the Retirement Eligibility section of the Plan. 
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Appendix B: Separation Snapshot by Fiscal Year 
This appendix relates to the Separation Trends section of the Plan. 
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Appendix C: Attrition for 2023 
This appendix relates to the Attrition section of the Plan.  
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Appendix D: Generational Breakout as of September 2023 
This appendix relates to the Generational Breakout section of the Plan. 
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Appendix E: Demographics as of June 2023 
This appendix relates to the Demographics section of the Plan. 

Demographic Cal OES Statewide 
Women 42.80% 45.60% 
Men 57.20% 54.40% 

Asian 12% 13% 
Black or African 
American 

5% 9% 

Filipino 3% 6% 
Hispanic 16% 26% 

Other or Not Identified 11% 9% 
Pacific Islanders 1% 1% 

White  50% 37% 
Persons With Disabilities 6.90% 7.30% 
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Appendix F: Communication Plan 
Communication  Audience and 

Purpose 
Delivery Channel Content Creator Sender Schedule 

Issue 
announcement.  

All staff 

The enterprise to 
support 
communication 
and 
implementation of 
the Plan. 

Email and post to 
Inside Cal OES 
(intranet). 

TDD Team Director/Chief 
Deputy Director 

September 
2025 

Senior Leadership 
meeting.  

Senior 
Management 

Communicate the 
development and 
implementation or 
support of specific 
initiatives. 

Brief/Presentation  TDD Team  Assistant Director, 
HR or Executive 
Sponsor 

October 2025 

Milestone 
achievement – 
completion of 1st 
phase of 
development. 

All Staff Email/blog article WFP Initiatives Chair Division Chiefs Quarterly 
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Appendix G: Mission, Vision, Values, & Strategic Map 
This appendix relates to the Strategic Direction section of the Plan.  

Our Mission: 
We protect lives and property, build capabilities, and support our communities 
for a resilient California. 

We achieve our mission by serving the public through effective and culturally 
responsive collaboration in preparing for, protecting against, responding to, 
recovering from, and mitigating the impacts of all hazards and threats. 

Our Vision: 
The leader in emergency management, homeland security, and public safety 
through dedicated service to all. 

We will realize our vision by building towards a safer, more resilient California, 
leveraging equitable and inclusive partnerships, developing a diverse and 
empowered workforce, enhancing our technology to ensure accessibility and 
inclusivity, and fostering a culture that values the unique contributions of 
individuals from all backgrounds. 

Our Values: 
Integrity: We maintain trust by fulfilling our mission with honesty, accountability, 
and transparency. 

Equity: We promote equity, foster community resilience, and protect 
communities impacted by emergencies, addressing the unique needs of diverse 
populations. 

Service: We are dedicated to carrying out our duties and responsibilities with a 
shared commitment to our mission. 

Respect: We embrace and harness the power of diversity within our 
organization, throughout our communities, and among our partners 
demonstrating concern, cultural humility, and compassion for all. 

Resiliency: We promote safe and prepared communities with the strength to 
withstand or rebound from any event or emergency. 
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Our Goals: 
Goal 1: Anticipate and enhance prevention and detection capabilities to 
protect our state from all hazards and threats. 

Goal 2: Strengthen California’s ability to plan, prepare for, and provide 
resources to mitigate the impacts of climate, disasters, emergencies, crimes, 
and security events.  

Goal 3: Effectively respond to and recover from both human-caused and 
natural disasters.  

Goal 4: Ensure and maintain fiscal and program integrity through effective and 
appropriate community-based support and administration of state and federal 
funding allocated to our programs. 

Goal 5: Develop an inclusive, united, and innovative workforce that is trained, 
experienced, knowledgeable, and ready to adapt and respond. 

Goal 6: Strengthen capabilities in public safety communication services, 
technology, and cybersecurity enhancements. 

Goal 7: Develop trauma-informed, victim/survivor-centered programs and 
support victim service providers so victims of crime in California receive the 
services they want and need. 
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Appendix H: Core & Leadership Competency Model 
This appendix relates to the Competencies section of the Plan.  
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Appendix I: Key Position Pipeline – Categories & 
Classifications 
Classification – Bridging Development 

• Accounting Officer (Specialist) 
• Administrative Assistant I 
• Administrative Assistant II 
• Associate Accounting Analyst 
• Associate Administrative Analyst Accounting Systems 
• Associate Budget Analyst 
• Associate Governmental Program Analyst 
• Associate Management Auditor 
• Associate Personnel Analyst 
• Associate Telecommunications Engineer 
• Assistant Telecommunications Engineer 
• Attorney 
• Attorney III 
• Attorney IV 
• Audio-Visual Specialist (Technical) 
• Communications Operator 
• Coordinator (Radiological), OES 
• Coordinator-Law Enforcement, OES 
• Coordinator-Communications, OES 
• Coordinator (Fire and Rescue Services) 
• Digital Composition Specialist III 
• Digital Print Operator II 
• Disaster Assistance Program Specialist I 
• Disaster Assistance Program Specialist II 
• Electrical Engineer 
• Electrical Engineering Technician II 
• Electrical Engineering Technician III 
• Electronics Technician 
• Emergency Mgmt. Coordinator/Instructor II, OES 
• Emergency Notification Controller, OES 
• Emergency Services Coordinator, OES 
• Engineering Geologist 
• Engineer, Civil 
• Environmental Scientist 
• Environmental Planner 
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• Graphic Designer III 
• Heavy Equipment Mechanic 
• Heavy Truck Driver 
• Information Officer I (Specialist) 
• Information Technology Associate 
• Information Technology Specialist I 
• Information Technology Specialist II 
• Information Technology Technician 
• Maintenance Mechanic 
• Management Services Technician 
• Materials & Stores Specialist 
• Personnel Specialist 
• Research Data Analyst I 
• Research Data Analyst II 
• Research Data Specialist I 
• Research Data Specialist II 
• Senior Accounting Officer (Specialist) 
• Senior Emergency Services Coordinator, OES 
• Senior Environmental Scientist (Specialist) 
• Senior Personnel Specialist 
• Senior Telecommunications Technician 
• Staff Services Analyst 
• Staff Services Management Auditor 
• Telecommunications Systems Analyst I 
• Telecommunications Systems Analyst II 
• Telecommunications Systems Manager I (Specialist) 
• Telecommunications Systems Technician II 
• Telecommunications Systems Technician III 
• Television Specialist 
• Warehouse Worker 

 
Classification – Supervisor Development 

• Accounting Administrator I (Supervisor)  
• Accounting Administrator II 
• Information Officer II 
• Information Technology Supervisor I 
• Information Technology Supervisor II 
• Materials & Stores Supervisor 
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• Personnel Supervisor I 
• Program Manager I, OES 
• Program Manager II, OES 
• Research Data Supervisor II 
• Senior Accounting Officer (Supervisor) 
• Senior Coordinator-Communications, OES 
• Senior Coordinator-Law Enforcement, OES 
• Senior Coordinator (Fire and Rescue Services) 
• Senior Emergency Management Coordinator, OES 
• Senior Environmental Planner 
• Senior Management Auditor 
• Senior Telecommunications Engineer 
• Staff Management Auditor  
• Staff Services Manager I 
• Staff Services Manager II (Supervisory) 
• Supervising Telecommunications Engineer 
• Telecommunications Systems Manager I (Supervisor) 
• Telecommunications Systems Manager II (Supervisor) 
• Telecommunications Systems Operations Supervisor I 
• Telecommunications Systems Operations Supervisor II 
• Telecommunications Systems Operations Supervisor III 
• Warehouse Manager I 
• Warehouse Manager II 

Classification – Manager Development 
• Accounting Administrator III 
• Assistant Chief Counsel 
• Information Technology Manager I 
• Information Technology Manager II 
• Information Technology Specialist III 
• Labor Relations Manager I 
• Program Manager III, OES 
• Staff Services Manager II (Managerial) 
• Staff Services Manager III 
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Classification – Executive Development 
• Assistant Chief Counsel 
• Assistant Director/Superintendent, CSTI 
• Assistant Director, Hazard Mitigation 
• Assistant Director, Public Safety Communications 
• Assistant Director, Recovery Operations 
• Assistant Director, Response Operations North 
• Assistant Director, Response Operations South 
• Assistant Deputy Director, Office of Legislative and Governmental Affairs 
• Career Executive Assignment (CEA) 
• Chief Counsel, Office of Legal Affiars 
• Chief Deputy Director, Operations 
• Chief Deputy Director, Policy & Administration 
• Chief (Fire and Rescue Services) 
• Chief, Law Enforcement 
• Chief, Office of Access and Functional Needs 
• Chief, Office of Diversity, Equity, & Inclusion 
• Chief, Office of Private Sector/NGO Coordination 
• Commander, STAC 
• Commander, Cal-CSIC 
• Deputy Director, Crisis Communications and Public Affairs 
• Deputy Director, Finance and Logistics Administration 
• Deputy Director, Office of Legislative and Governmental Affairs 
• Deputy Director, Planning, Preparedness, and Prevention 
• Deputy Director, Public Safety Communications 
• Deputy Director, Response Operations 
• Deputy Director, Recovery Directorate 
• Director, OES 
• Executive Director, Seismic Safety Commission 
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Appendix J: Organizational Chart 
This appendix relates to the Workforce Overview section of the Plan.  
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Appendix K: Action Plan 
This appendix relates to the Workforce Planning Strategies section of the Plan. 

Strategy/Initiative Gap Person(s) 
Accountable 

Timeline Key Performance 
Indicators & 
Benchmarks 

Alignment 

One-to-Two Year Initiatives 
Develop Targeted 
Recruitment 
Strategies 

Recruitment Exams & 
Recruitment 
Division, with 
support from 
program area 
subject matter 
experts (SMEs). 

Nov 2024 – Jun 2026 Increase in 
experienced, 
qualified, & 
knowledgeable 
applicant/candidate 
pool. 

Goal 2 
Goal 3 
Goal 5 
WA & PWD Goals 

Enhance Resources & 
Tools to Address 
Barriers to Knowledge 
Transfer 

Knowledge 
Transfer & 
Succession 
Management 

HR Section, TDD, 
with support from 
Division/Branch 
Management. 

Nov 2024 – Jun 2026 Number of employees 
who use resources & 
tools. 

Goal 2 
Goal 3 
Goal 5 

Increase 
Representation in 
Historically 
Underrepresented 
Job Classifications & 
Expand Hiring 
Initiatives for PWD 

Recruitment ODEI, EEO Office, 
Exams & 
Recruitment 
Division, & TDD 
with support from 
Division/Branch 
Management. 

Nov 2024 - Nov 2026 Increase in 
underrepresented job 
classifications & PWD 
representation. 

Goal 2 
Goal 3 
Goal 5 
WA & PWD Goals 
EAP HR Goals 

Develop & Promote 
Work-Life Balance & 
Morale Strategies 

Retention Wellness & 
Disability Unit, TDD 
with support from 
Division/Branch 
Management. 

Jan 2025 – Jun 2026 Increase in retention 
rate & positive 
responses on 
workforce surveys. 

Goal 5 

DEI Trainings Employee 
Development 

ODEI with support 
from EEO Office & 
TDD. 

Jan 2025 – Jun 2026 Number of employees 
who take the training. 

Goal 5 
EAP HR Goals 

Develop Strategies to 
Address Key Person 
Dependence & 

Succession 
Management 

TDD with support 
from 

Nov 2024 – Jan 2026 Increase in 
experienced, 
qualified, & 

SLAA Report Risk 2 
Goal 2 
Goal 3 
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Strategy/Initiative Gap Person(s) 
Accountable 

Timeline Key Performance 
Indicators & 
Benchmarks 

Alignment 

Improve Workforce 
Planning Efforts 

Division/Branch 
Management. 

knowledgeable 
applicant/candidate 
pool & key leadership 
talent pipeline. 

Goal 5 

Three-to-Five Year Initiatives 
Explore Creative 
Recruitment 
Strategies for 
Challenges with 
Department-Specific 
Classifications 

Recruitment Classification & 
Pay Division with 
support from 
program area 
SMEs. 

Jan 2027 – Jun 2029 Increase in vacancies 
filled & job 
acceptance rate. 

Goal 2 
Goal 3 
Goal 5 

Enhance Equity in 
Policies, Practices, & 
Procedures 

Retention ODEI with support 
from the HR 
Section & program 
area SMEs. 

Jan 2027 – Jun 2029 Increase in retention 
rate & positive 
responses on 
workforce surveys. 

Goal 5 
EAP HR Goals 

Identify Occupation 
& Job-Specific 
Competencies 
Needed for Key 
Positions 

Employee 
Development 
& Succession 
Management 

HR Section, TDD 
with support from 
program area 
SMEs. 

Mar 2027 – Jun 2029 Increase in key 
leadership talent 
pipeline. 

Goal 2 
Goal 3 
Goal 5 

Expand Training, 
Knowledge, & 
Competence 

Succession 
Management 

CSTI, Training 
Branch, with 
support from 
program area 
SMEs. 

Jan 2027 – Jun 2029 Increase in building & 
sustaining a larger 
group of emergency 
staff available to 
deploy & activate 
during disaster 
incidents. 

SLAA Report Risk 1 
Goal 1 
Goal 2 
Goal 3 
Goal 5 
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 July 30, 2025 

Director  Date 

Signature of Department Director. 
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Contact Information 
California Governor’s Office of Emergency Services 

3650 Schriever Avenue, Mather, CA 95655 

LaHaven Criner, Workforce Planning Analyst 

Phone: (916) 328-7639  

Email Address: workforceplanning@caloes.ca.gov 

mailto:workforceplanning@caloes.ca.gov
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