


Rlilipose and Goals of Managersi.
lESticcession Planningl
SRIER Ity tor recognize today what
OO S Workiorce should resemble.
SAraVvareness of staff dynamics combined
ithra thoughtful response to staff
& departures, both foreseen and
~Unforeseen.

o A commitment to ensure continuous,
seamless leadership transition.
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o' [t aids the organization in
developing its people.
e [t prepares individual

e

@ |

) employees for future
leadership by helping

dp e b
— Y v ) ’ them grow and develop.
— It ensures continuity of
~ : ¢ leadership
= -

[
- e [t helps the organization
assess its talent pool.



SUEEESSTUI Succession s

Planning... -
swech only be achieved if ans effective
orgeall OF leadership succession is in
J_)Jrj(“"—‘ ;

L Snecessary to ensure that leadership

=growth keeps pace with organizational
'growth

.IS no longer simply a matter of finding
the right person for the job.
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IUSHWOrK at all' Ievels of the organization.
o Are rw' for staffi development.

J Hrgn: te accountability and consistency
e the department
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@ A Leader takes risks.

8. A [eader recognizes and develops staft
potential.

® A Leader possesses expertise in correctional
programs and fiscal management.



0 Years Later...

PR R
g "

a :F = = -

e

= - —-J' he department has seen a number of
— ~ changes in the past two years that have
————— relnforced the need for succession planning.

Let’s take a look...
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IUIHovEr insthe Depar:

ISL WO Years; our turnover rate has
? 6 for 2002 and 7.98% for 2003.

egorize turnover from six areas
Rem oyal from Trial Service

VEICALE

__._;_-;'_'-* Dismissal
*:;;'_ Re5|gnat|on
'r_"' — Death
— Retirement

— Transfer to another agency
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WIIGVEr broke out 9%
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WibRIREE SiX e
TR 7%

[ Trial Service Rem.

ies e B Dismissal
= 5% I Resignation
2 — e [ Death
— c LV
= =0 B Retirement

1%
0%

1 Transfer out of
DOC
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.{ '”" 8% Trial S
e . [ Trial Service
o 1) 2009 1enlfs ishow 7% Rem.
'ELJJ‘J’JO\/F‘E:' & oke out 6% B Dismissal
b/
WJ"DJF- HE; SIX s @ Resignation
‘Categories. g
_._J__ 39 ] Death
= = 2% B Retirement
1%
1 O Transfer out of
(o) ; . . —
0% DOC
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Tt would seem clear from this infor:
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T Cost.of Turnever™

i —

SWAGCEONOING tO ORe! source working In Human

RESOUICES, it costs $12,000 in recruitment and

WEIRINEFEXPENSES| to replace the average

flofie)s ofessional worker and $35,000 to find a
SHEW ‘professional employee.

A “the Families and Work Institute, experts tell
3 ~ companies it will cost about 75% of 2

~ nenmanagderial worker’s annual salary to replace
him or her and 150% of a manager’s annual
salary.
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® Tn the last two years
the department has
experienced 332
resignations.



$2EOpIE don't’ quit compant
JUIENIaNagers

> d |

Jer about our:
de 9e r_';n- <l
r\reﬂ- as managers

-~ lett etting down staff
— ;who choose to leave?

‘5 ‘Do we know enough
about “retention” to
address this issue?
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wamoment to digress... Ie;’ ——
EEIAGEthiS resignation '

SHERGIENE e i ' :
| 3%

r or
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: =§ér’ag’e length of time before resignation is 3.7
= Years.
--;f?f;fhe'majoriw of departing staff give no reason for
~ leaving.
e. A meaningful proportion however, indicate relocation,

life/balance issues, and health reasons leading to their
departure.




- 8 As'manaders, It Is
imperative that we
recognize that the loss of:
experienced staff is
something that we can ill
afford.

® \We need to assess if an
Intervention strategy can
be developed to alleviate
this phenomenon.



rle FQ:‘, ement Infllence o
JEEESSIoN Plaﬁﬁmg

e

REUIEMENUS aVe
ahemetically changed the 7
JerJrlJchr e of the A
dﬁ)sj___; 1ent. Since 2001,
Weh i/'e seen 211 people
q_::, 2ave. Collectively, we
~— have lost 3,746 years of
- experience or an average
of nearly 18 years per
PErson.
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.. 3,746 years

oW carn we. st Use that experien
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® 26% of retirees in the
past two years have
been women
compared to fact that
they comprise 34% of
our workforce.
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Security Classificationsiss
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Some guick'demographics:
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"NIIERaVEradErade off today s correctional
ofﬁcar 's 40, for either men or women, up
liIfiNan average of 38 two years ago.

J r rl _-most expenenced correctional officer
*has 35 years of experience, the least, 1
'Week the average is still 6 years.

“» Female correctional officers now comprise
22% of the workforce, up 2% from 2001.
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eoyporal ... =

SNIE average age of corporals is 37, down
fransl "G 1n 2001.

o e Y -,@f corporals are women, up from
: 5% in 2001,

‘The youngest is 24, the oldest 62.




\_ rage age for sergeants is 41,
__ nged from 2001.

T .‘:% aré women up from 15% in 2001.
J:Th youngest is 25, the oldest is 63
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\ver zl¢] e ade) off Lieutenant hasnit changed
iee 2001, it remains at 42.

/0] f Lieutenants are women, down
ﬁm 15% in 2001.

_ ot Fhe oldest is 59, the youngest is 29.
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> Averag_ IS 44, dewn a Yyear from
700 |

| e woemen, up from 9% in 2001.

‘ Idest IS 60 and the youngest is 32.
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s Counselors continue
to be at risk within
the department. We
have been attempting
to work with the
classification, but to
date, have had limited
success.



assifications, continued...
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Nursing and health
professions in general
are a continuing
challenge, not only to this
department, but to this
nation.

46% of our nursing staff
IS 50 years of age or
older. 12% is male.
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Pharmacists.too...
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SVErare strliggling
HERENO il our needs
SEWElFas our
PrESCriptions.
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655 64 increased
2 11% Meanwhile, younger workers ages
15-44 dropped from 73% of the workforce to 62%.



H Total
O 50+

= SUAVErage age for our
- 05-2 staff is 43.

& Ayerage age for our
; 0S-1 staff is 44.




i'-': " |DOTotal

" |Os0+

e Of the 43 ISS 5
positions throughout
the department 37%
(in red) are 50 years
old or older.
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' Ph\/fs‘@ Plant Op‘Ta%
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H Total

~ Workers located 30T 150+

207

"_.;. .. Ent Maintenance 40/

== ‘throughout the
- department, 49% are
age 50 or older. 101




1001
801

— 60-
= 407
= 20

0_

120

M Total

[150 years and
older
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® [he oldest dentist Is
/3 while the youngest
1s 30.
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AWEIELY" Qr cUupations
WIthIrthe epartment

IEEE to1 e evaluated in
LermS Of sUCCcession
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= Food Service Coordinator
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-..:.:-:-_;:-.:-_*- s Counselor
e Plant Maintenance Worker
| ® Pharmacists

® Nurses
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SREXGININE Stratedgic direction of your department.

SRREVIEW! ptential erdanizational realignments.

SPIGject long-range needs.

=" _S"yOLII‘ position needs.

=S Review projected turnover.

_ 'li”*Ew'_/'aILlate Critical Position Coverage (CPC)

-8 External Recruitment Needs vs. Internal

i
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Selicit Interest and'Educ
Par"c]@j

J Jeveloﬁ Hent and Distribution of
SiiceEssion Planning Informatlon and Job
Hronlm 3

_\\fnpage

= {ﬂuntary Participation
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--J."'_i:. Timing
~® Managers can also
identify potential candidates.




DEvelopment of Staff —
DEVEIOPI EFILQQ'd- Leade@fp""'

WORK-PIaN (WP

SN gm.r Interviews with staff.
SL T‘VISOI’ ‘5. Assessment of skKills
& Review Employee past performance

T —

'**0 Recommendatlons and “Truthtelling”
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rmwgw of “the Leadership Qualities
%\/Je of the LWP outline
“Rev view of the LWP working document




SUGGCES5I0/7P/anAAGS NEVEL.
EViIig Lo say&od byeanﬂﬂ?_ ut™

JrJ\/mr helle.

v HroerJe eedback to selected/non-selected

M@ Eate Staff Development and Leadershlp Work-
HH (WP

ﬂgr'am Evaluation & Measurement.

i -’-"'

—-'*T"_'*f'-‘-- = How well did staff follow the LWP

~® 360 degree analysis (HR)
— re-evaluate DOC demographics bi-annually
— evaluate economic conditions state/nationwide

e Recommendations for Future







= é‘play a set of goals and ob]ectlves for the

= {emlng year. Your partner will act as your

~ manader and help guide you through the
process. Iry and find a partner from a like

classification.
® You have 30 minutes, 15 minutes per individual
® A discussion will follow when finished.
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