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Per California Code of Regulations, title 2, section 548.5, the following information will be posted to CalHR's
Career Executive Assignment Action Proposals website for 30 calendar days when departments propose
new CEA concepts or major revisions to existing CEA concepts. Presence of the department-submitted
CEA Action Proposal information on CalHR's website does not indicate CalHR support for the proposal.

A. GENERAL INFORMATION

1. Date 2. Department

4/1/2026 Department of Financial Protection and Innovation (DFPI)

3. Organizational Placement (Division/Branch/Office Name)
Administration / Human Resources Office

4. CEA Position Title

Assistant Deputy Commissioner Human Resources Office (HRO)

5. Summary of proposed position description and how it relates to the program's mission or purpose.
(2-3 sentences)

Under the general direction of the Deputy Commissioner of Administration, the Assistant Deputy
Commissioner, Human Resources (CEA A), serves as the department’s chief policy advisor for all human
resources programs, including labor relations, workforce planning, and personnel management. The
position is responsible for developing, influencing, and implementing department-wide HR policies that
impact organizational effectiveness, risk management, and compliance with statewide mandates. This role

ensures DFPI maintains a high-performing workforce aligned with its regulatory mission and strategic
priorities.

6. Reports to: (Class Title/Level)

Deputy Commissioner of Administration

7. Relationship with Department Director (Select one)

[l Member of department's Executive Management Team, and has frequent contact with director on a
wide range of department-wide issues.

[2] Not a member of department's Executive Management Team but has frequent contact with the
Executive Management Team on policy issues.

(Explain): [This position provides support of the executive team, through the Deputy Commissioner of
Administration.

8. Organizational Level (Select one)

[J1st []2nd [0]3rd []4th []5th (mega departments only - 17,001+ allocated positions)
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B. SUMMARY OF REQUEST

9. What are the duties and responsibilities of the CEA position? Be specific and provide examples.

The CEA A is responsible for the full oversight, direction, and administration of the Human Resources Office (HRO) for the
Department, ensuring the delivery of comprehensive, compliant, and strategic human resource services that support the
Department’s mission and statewide regulatory responsibilities. The incumbent leads all major HR functional areas, including
recruitment and hiring, classification and pay, labor relations, performance management, employee relations, workforce planning,
training and development, and reasonable accommodations, ensuring alignment with the Department’s operational priorities and
executive leadership direction.

The CEA A operates within a highly complex environment requiring expert knowledge and application of state civil service laws,
rules, and regulations, including guidance from the California Department of Human Resources, State Personnel Board, and
collective bargaining agreements across multiple bargaining units (e.g., SEIU, CASE, CSLEA). The position is responsible for
interpreting and applying these authorities to sensitive and high-risk personnel matters, including adverse actions, grievance
responses, disciplinary proceedings, and labor negotiations. Decisions made at this level have significant legal, fiscal, and
operational impact and may influence Department-wide policies, workforce stability, and organizational risk exposure.

The CEA A exercises a high degree of independent judgment and decision-making authority in resolving complex and often
confidential personnel issues that involve competing priorities, ambiguous regulatory guidance, and potential litigation risk. The
incumbent is accountable for ensuring that all HR practices are administered consistently and in compliance with applicable laws
and policies, while also maintaining alignment with executive expectations and statewide initiatives. This includes leading and
supporting meet and confer processes, advising on labor relations strategies, and ensuring that the Department’s actions are
defensible, equitable, and consistent with merit-based principles.

The CEA A provides strategic leadership to subordinate managers and supervisors, establishing priorities, setting performance
expectations, and ensuring the effective implementation of HR programs and initiatives. The position requires the ability to
anticipate workforce trends, identify organizational risks, and develop proactive, data-informed solutions that enhance
recruitment, retention, employee engagement, and overall organizational effectiveness. The CEA A regularly serves as a key advisor
to executive leadership on sensitive and high-profile matters, including workforce planning, policy development, telework and
workplace strategies, and organizational design.

This position has broad authority to make and recommend decisions that impact the Department’s workforce and organizational
structure. The CEA A must balance immediate operational needs with long-term strategic goals, often under tight deadlines and
heightened scrutiny, ensuring that the Human Resources Office operates as a trusted partner to leadership while upholding the
integrity of the civil service system.

The consequence of error in human resources has increased substantially. Errors in labor relations, disciplinary matters, hiring
decisions, classification actions, or policy implementation can result in litigation exposure, arbitration losses, delayed hiring,
workforce disruption, reputation harm, and impacts to mission-critical regulatory programs. As the complexity has increased, the
demands to act as a subject matter expert (SME) in formal arenas also increased, including but not limited to legal hearings, meet
and confer, and workplace violence cases.

There has also been an increased expectation to act on behalf of the Administration Deputy Commissioner in a much broader
capacity. Thisincreased responsibility comes with an additional consequence of error impacting not only the Department, but also
Business, Consumer Services, and Housing Agency (BCSH), the Governor’s Office, and the public. Currently the Department has nine
Governor exempt appointments on staff. Issues relating to this specific population of team leaders tend to be extremely sensitive in
nature, and require the highest level of professionalism.

DFPI has also identified a greater need for dedicated executive leadership in strategic workforce planning, succession planning,
executive labor strategy, enterprise risk mitigation, and department-wide HR policy development. These functions far exceed
traditional operational management and require CEA A level authority.

The position exercises delegated executive authority to establish, interpret, and direct department-wide human resources policy,
and is accountable for final policy decisions impacting workforce strategy, risk, and compliance.
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B. SUMMARY OF REQUEST (continued)

10. How critical is the program's mission or purpose to the department's mission as a whole? Include a
description of the degree to which the program is critical to the department's mission.

[] Program is directly related to department's primary mission and is critical to achieving the
department's goals.

[] Program is indirectly related to department's primary mission.

[E] Program plays a supporting role in achieving department's mission (i.e., budget, personnel, other
admin functions).

Description:

The DFPI oversees a wide range of financial entities, ensuring compliance, protecting
consumers, and maintaining the integrity of California's financial system. It supervises state-
licensed financial institutions like banks, credit unions, and money transmitters, while also
regulating issuers of payment instruments, securities brokers, investment advisors, and select
fiduciary lenders. The DFPI's comprehensive regulatory framework promotes transparency,
stability, and fair practices in the financial sector, fostering trust and confidence among
consumers and investors.

Between 2013-14 and 2025-26, the DFPI's workforce expanded from 582 to 880 positions,
adding 298 positions. This growth reflects the department's increasing responsibilities and the
complexities.

While the Human Resources Office (HRO) is an administrative function, it is foundational and
indispensable to the Department’s ability to achieve its mission. Every program within DFPI
relies on a qualified, compliant, and effectively managed workforce to carry out its regulatory
responsibilities.

HRO directly enables mission success by:

» Ensuring the recruitment and retention of highly skilled professionals

» Maintaining compliance with complex and evolving employment laws and statewide
mandates

» Supporting workforce stability, productivity, and organizational effectiveness

* Providing leadership development and performance management frameworks that drive
accountability

Without a strong and centralized HR policy function, the Department would face significant
operational, legal, and workforce risks that would directly impede its ability to protect
consumers and regulate financial services.
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B. SUMMARY OF REQUEST (continued)

11. Describe what has changed that makes this request necessary. Explain how the change justifies the
current request. Be specific and provide examples.

The request to establish a CEA A position over the Human Resources Office (HRO) is driven by significant
organizational growth, increased operational complexity, and expanded statewide expectations placed on
the Department. Over the past several years, the Department’s workforce has grown substantially in both
size and scope, with the addition of new programs, expanded regulatory authority, and increased staffing
levels across divisions. This growth has resulted in a corresponding increase in the volume, complexity,
and sensitivity of human resources functions that must be managed at a strategic level.

The Department has also experienced heightened demands in key HR areas, including labor relations,
recruitment and retention, performance management, and employee relations. For example, the expansion
of programs such as enforcement, financial technology innovation, and consumer protection has required
accelerated hiring efforts, classification support, and workforce planning to ensure the Department can
meet its regulatory mandates. At the same time, increased labor activity, including meet and confer
obligations, grievance handling, and interpretation of multiple bargaining unit agreements, has required
more centralized and executive-level oversight to ensure consistency, compliance, and risk mitigation.

Additionally, statewide initiatives and evolving workplace expectations have introduced new complexities
that necessitate dedicated executive leadership over HRO. These include the implementation and
management of telework policies, reasonable accommodation processes, return-to-office requirements,
and enhanced expectations for equity, transparency, and accountability in HR practices. The Department
must ensure that these initiatives are implemented consistently and in alignment with guidance from the
California Department of Human Resources and other control agencies, which requires a level of
leadership and coordination beyond the current structure.

The current organizational model does not provide sufficient executive-level oversight dedicated solely to
human resources functions. HR responsibilities are increasingly strategic in nature and require focused
leadership to address complex personnel matters, mitigate legal and operational risk, and support
executive decision-making. The absence of a dedicated CEA A over HRO has resulted in competing
priorities, limited capacity for proactive workforce planning, and challenges in providing timely and
consistent guidance on high-risk personnel issues.

Establishing a CEA A will provide the necessary leadership to centralize HR strategy, strengthen
accountability, and ensure alignment with departmental goals. This position will enhance the Department’s
ability to effectively recruit, retain, and develop a high-performing workforce; improve consistency in HR
practices; and ensure compliance with applicable laws, regulations, and collective bargaining agreements.
Ultimately, the creation of this position is necessary to support the Department’s continued growth,
manage increasing complexity, and position the organization for long-term operational success.
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C. ROLE IN POLICY INFLUENCE

12. Provide 3-5 specific examples of policy areas over which the CEA position will be the principle policy
maker. Each example should cite a policy that would have an identifiable impact. Include a description of
the statewide impact of the assigned program.

The proposed CEA A would perform executive-level policymaking, policy-influencing, and high-level
management responsibilities including. Representing DFPI with CalHR, SPB, SCO, Agency leadership,
and other control entities on sensitive personnel matters.

1. Department-Wide Workforce Planning and Succession Policy
Establishes long-term strategies to ensure the Department has the workforce capacity and leadership
pipeline necessary to support mission-critical programs and future growth.

2. Labor Relations and Employee Relations Policy Framework

Develops policies governing disciplinary standards, grievance processes, workplace investigations, and
union engagement strategies, directly impacting organizational risk and compliance. Serving as the
Department’s chief advisor on labor relations strategy, grievance trends, disciplinary risk, and employee
relations matters.

3. Performance Management and Accountability Policy

Establishes consistent performance evaluation standards, corrective action protocols, and supervisory
accountability frameworks across all divisions. Developing and directing enterprise HR policy related to
telework, performance accountability, recruitment strategy, executive hiring support, and workplace
conduct.

4. Human Resources Compliance and Risk Management Policy

Develops policies to ensure compliance with statewide mandates and employment laws while proactively
identifying and mitigating workforce-related risks. Directing HR risk management strategies involving
litigation prevention, compliance controls, and statewide mandate implementation.

5. Recruitment, Classification, and Compensation Strategy Policy

Establishes strategic hiring, classification, and compensation frameworks to attract and retain qualified
staff in a competitive labor market. Leading executive-level modernization efforts involving HR systems,
metrics, and service delivery transformation.

These duties require a CEA A classification as they involve continuous executive interaction, broad
departmental policy influence, enterprise accountability, and management advice to top-level
administrative authority. These responsibilities extend beyond the scope of a high-level civil service
classification focused primarily on program operations. These policies have department-wide and, in some
cases, statewide implications, particularly in areas involving labor relations and compliance with statewide
directives.
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C. ROLE IN POLICY INFLUENCE (continued)

13. What is the CEA position's scope and nature of decision-making authority?

Direct Reports / Staffing:
The CEA A, provides executive oversight of the HRO through subordinate management staff, Staff Services Manager | and Supervisor II's, and analysts responsible for key functional areas such as Personnel Services,
Recruitment and Examinations, Labor and Employee Relations, Classification and Compensation, and Training and Development, and Workforce and Succeesion Planning.

Each functional area operates under dedicated leadership, with the CEA A providing strategic direction and policy oversight to ensure consistent application of human resources laws, rules, and departmental policies. The CEA A
is responsible for aligning all HRO programs under a unified policy framework, ensuring that decisions and practices across all units are consistent, compliant, and aligned with departmental priorities.

This structure enables the CEA A to focus on policy development, executive decision-making, and risk management, while ensuring effective execution through subordinate managers.

Program Scope and Budget Responsibility:
The CEA A has oversight responsibility for all human resources programs that support the Department’s workforce of 880 employees statewide. This includes directing the allocation and privatization of resources across all HR
functions to ensure efficient service delivery, compliance, and operational effectiveness.

While not solely responsible for budget development, the CEA A plays a critical role in influencing resource allocation decisions, workforce investments, and program priorities that directly impact staffing levels, recruitment
strategies, and workforce sustainability.

The position ensures that resources are strategically aligned with:

« Workforce planning and succession needs
« Recruitment and retention priorities

« Compliance and risk mitigation efforts

« Department-wide operational goals

The CEA A exercises broad, independent decision-making authority at the executive level, with responsibility for establishing and directing department-wide human resources policy.
This includes authority to:

« Develop and implement HR policies governing labor relations, performance management, and workforce plannings Interpret and apply statewide HR laws, rules, and regulations in a manner specific to DFPI operations
« Provide final recommendations to executive leadership on high-risk personnel matters, including disciplinary actions, grievances, and organizational changes

« Approve strategic HR initiatives and program direction affecting all divisions

« Establishing department-wide workforce planning and succession management strategies

« Serving as the Department's chief advisor on labor relations strategy, grievance trends, disciplinary risk, and employee relations matters

« Developing and directing enterprise HR policy related to telework, performance accountability, recruitment strategy, executive hiring support, and workplace conduct

« Representing DFPI with CalHR, SPB, SCO, Agency leadership, and other control entities on sensitive personnel matters

« Directing HR risk management strategies involving litigation prevention, compliance controls, and statewide mandate implementation

« Leading executive-level modernization efforts involving HR systems, metrics, and service delivery transformation

The CEA A maintains direct oversight of critical HR functions and ensures that all policies and decisions are applied consistently across the Department.

14. Will the CEA position be developing and implementing new policy, or interpreting and implementing
existing policy? How?

The CEA A at DFPI will focus on developing and implementing new policies and refining existing policies within the HRO. The CEA A will ensuring that these policies are executed
effectively to meet the Department’s operational needs. While CEA B provides strategic oversight, the CEA A will lead efforts to modernize administrative services, improve operational
efficiency, and ensure compliance with state regulations.

The position will perform both functions by:

« Developing new policies to address emerging workforce challenges and organizational needs

« Interpreting and implementing existing statewide policies to ensure compliance and applicability within DFPI
« Continuously updating policies to reflect changes in laws, regulations, and operational priorities

In 2020 there was a huge shift in all human resource related areas due to the State's transition to a required work from home atmosphere. Again two years ago departments had a huge
shift back to working on site and in office. These two orders increased expectations of adherence and complexity in:

* HR related lawsuits

« SPB appeals

« Merit issue complaints

« Union initiated meet and confers and hearings

« Audits and corrective action plans

« Ergonomics

« Workplace violence prevention

« Workers’ compensation

« Sexual harassment training

« American with Disabilities Act (ADA)

« California Fair Employment and Housing Act (FEHA)
« Duty statement changes and compliance

« Equal Employment Opportunity (EEO) compliance

The Department has grown in size and complexity, workforce issues have become more sensitive, time-critical, and consequential to overall mission success. The current model
requires shared executive attention across multiple administrative functions, limiting the ability to provide sustained focus on enterprise workforce strategy, labor relations trends,
succession planning, organizational development, and timely implementation of evolving statewide mandates.

Without a dedicated CEA A level leader over HR, the Department risks remaining reactive rather than strategic in addressing workforce challenges, maintaining consistency in personnel
practices, and proactively managing legal and operational exposure.

Establishing the proposed CEA A would centralize accountability for HR policy and strategy, strengthen risk management, modernize service delivery, and ensure DFPI has the
executive capacity necessary to support a high-performing workforce aligned with the Department’s mission and long-term organizational needs.
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1. Department-Wide Workforce Planning and Succession Policy
Establishes long-term strategies to ensure the Department has the workforce capacity and leadership pipeline necessary to support mission-critical programs and future growth.

2. Labor Relations and Employee Relations Policy Framework
Develops policies governing disciplinary standards, grievance processes, workplace investigations, and union engagement strategies, directly impacting organizational risk and compliance. Serving as the Department’s chief advisor on labor relations strategy, grievance trends, disciplinary risk, and employee relations matters.

3. Performance Management and Accountability Policy
Establishes consistent performance evaluation standards, corrective action protocols, and supervisory accountability frameworks across all divisions. Developing and directing enterprise HR policy related to telework, performance accountability, recruitment strategy, executive hiring support, and workplace conduct.

4. Human Resources Compliance and Risk Management Policy
Develops policies to ensure compliance with statewide mandates and employment laws while proactively identifying and mitigating workforce-related risks. Directing HR risk management strategies involving litigation prevention, compliance controls, and statewide mandate implementation.
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	CEAPOSITIONSCOPE[1]: Direct Reports / Staffing:
The CEA A, provides executive oversight of the HRO through subordinate management staff, Staff Services Manager I and Supervisor II's, and analysts responsible for key functional areas such as Personnel Services, Recruitment and Examinations, Labor and Employee Relations, Classification and Compensation, and Training and Development, and Workforce and Succeesion Planning.

Each functional area operates under dedicated leadership, with the CEA A providing strategic direction and policy oversight to ensure consistent application of human resources laws, rules, and departmental policies. The CEA A is responsible for aligning all HRO programs under a unified policy framework, ensuring that decisions and practices across all units are consistent, compliant, and aligned with departmental priorities.

This structure enables the CEA A to focus on policy development, executive decision-making, and risk management, while ensuring effective execution through subordinate managers.

Program Scope and Budget Responsibility:
The CEA A has oversight responsibility for all human resources programs that support the Department’s workforce of 880 employees statewide. This includes directing the allocation and privatization of resources across all HR functions to ensure efficient service delivery, compliance, and operational effectiveness.

While not solely responsible for budget development, the CEA A plays a critical role in influencing resource allocation decisions, workforce investments, and program priorities that directly impact staffing levels, recruitment strategies, and workforce sustainability.

The position ensures that resources are strategically aligned with:

• Workforce planning and succession needs
• Recruitment and retention priorities
• Compliance and risk mitigation efforts
• Department-wide operational goals

The CEA A exercises broad, independent decision-making authority at the executive level, with responsibility for establishing and directing department-wide human resources policy.

This includes authority to:

• Develop and implement HR policies governing labor relations, performance management, and workforce planning• Interpret and apply statewide HR laws, rules, and regulations in a manner specific to DFPI operations
• Provide final recommendations to executive leadership on high-risk personnel matters, including disciplinary actions, grievances, and organizational changes
• Approve strategic HR initiatives and program direction affecting all divisions
• Establishing department-wide workforce planning and succession management strategies
• Serving as the Department’s chief advisor on labor relations strategy, grievance trends, disciplinary risk, and employee relations matters
• Developing and directing enterprise HR policy related to telework, performance accountability, recruitment strategy, executive hiring support, and workplace conduct
• Representing DFPI with CalHR, SPB, SCO, Agency leadership, and other control entities on sensitive personnel matters
• Directing HR risk management strategies involving litigation prevention, compliance controls, and statewide mandate implementation
• Leading executive-level modernization efforts involving HR systems, metrics, and service delivery transformation

The CEA A maintains direct oversight of critical HR functions and ensures that all policies and decisions are applied consistently across the Department.
	DEVELOPINGNEWPOLICY[1]: The CEA A at DFPI will focus on developing and implementing new policies and refining existing policies within the HRO. The CEA A will ensuring that these policies are executed effectively to meet the Department’s operational needs. While CEA B provides strategic oversight, the CEA A will lead efforts to modernize administrative services, improve operational efficiency, and ensure compliance with state regulations. 

The position will perform both functions by:
• Developing new policies to address emerging workforce challenges and organizational needs
• Interpreting and implementing existing statewide policies to ensure compliance and applicability within DFPI
• Continuously updating policies to reflect changes in laws, regulations, and operational priorities

In 2020 there was a huge shift in all human resource related areas due to the State's transition to a required work from home atmosphere.  Again two years ago departments had a huge shift back to working on site and in office.  These two orders increased expectations of adherence and complexity in:

• HR related lawsuits
• SPB appeals
• Merit issue complaints
• Union initiated meet and confers and hearings
• Audits and corrective action plans
• Ergonomics
• Workplace violence prevention
• Workers’ compensation
• Sexual harassment training
• American with Disabilities Act (ADA)
• California Fair Employment and Housing Act (FEHA)
• Duty statement changes and compliance
• Equal Employment Opportunity (EEO) compliance

The Department has grown in size and complexity, workforce issues have become more sensitive, time-critical, and consequential to overall mission success. The current model requires shared executive attention across multiple administrative functions, limiting the ability to provide sustained focus on enterprise workforce strategy, labor relations trends, succession planning, organizational development, and timely implementation of evolving statewide mandates. 

Without a dedicated CEA A level leader over HR, the Department risks remaining reactive rather than strategic in addressing workforce challenges, maintaining consistency in personnel practices, and proactively managing legal and operational exposure. 

Establishing the proposed CEA A would centralize accountability for HR policy and strategy, strengthen risk management, modernize service delivery, and ensure DFPI has the executive capacity necessary to support a high-performing workforce aligned with the Department’s mission and long-term organizational needs.






