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Georgia’s Workforce Planning Law
Official Code of Georgia 

· 45-20-1

· Section e

Each agency shall develop an annual workforce plan according to statewide criteria and guidelines and shall provide a report of such plan annually to the state merit system for incorporation into the state-wide work force plan to be submitted to the Governor and the General Assembly.

Responsibility of State Personnel Administration 
(Formerly the Georgia Merit System)

Official Code of Georgia Merit System

· 45-20-1
· Section c, Sub-section 10

With respect to employees in the unclassified service, it shall be the responsibility of the state merit system to perform the following functions:

· Serve as consultant to agencies on workforce planning and effective work force strategies
· Provide technical support assistance, and
· Direct services to agencies as requested


What is workforce planning?

Workforce planning is a systematic, proactive process, which aligns strategic planning, human capital (the workforce – your people), and budgeting to meet organizational goals and objectives through:

· Forecasting mission critical talent needs (i.e., competency, staffing, diversity) and
· Developing, implementing, and evaluating strategies to close gaps

And why is it important?

Governor’s direction for Georgia:  2011 State of the State Address

“We are now entering a new era of smaller government and greater personal responsibility. Government must pull back, but Georgians and our strong communities, big and small, have what it takes to fill the gap. Our State's fortunes do not rise and fall with the size of government”.
Georgia’s citizens are depending on the state to ensure that the “right talent” is in place to meet their needs, and exceed their expectations.

What could workforce planning mean to your organization?
Workforce planning is a process to assess workforce composition to respond to future business needs.  The systematic process helps to analyze the gap between what a business has in the way of organizational talent and what it needs in the future.  A key success factor for organizations is to ensure action steps have been developed to address the gaps that were identified.



Workforce planning: the key to true staff forecasting and strategic staffing, By Jeremy Eskenazi, SPHR, and Maureen Henson, SPHR, August 2005
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FORECAST

Identify the areas your agency analyzed when conducting your environmental scan.

Check all that apply:
	[bookmark: Check1]|_|
	Economic

	[bookmark: Check2]|_|
	Social

	[bookmark: Check3]|_|
	Technological

	[bookmark: Check4]|_|
	Legal

	[bookmark: Check5]|_|
	Political / Legislative

	[bookmark: Check6]|_|
	Demographic

	[bookmark: Check7]|_|
	Educational

	[bookmark: Check8]|_|
	Environmental



Describe the projected trends that could affect your workforce.  Look internally (e.g., high turnover), statewide (e.g., changing demographics) or even globally (e.g., large percentage of workforce to be deployed).

     

Briefly list/describe the agency’s workforce goal (should be linked to the agency’s strategic goals).  For example: “Promote the growth and development of knowledgeable and trained workforce, which can effectively lead in customer service.”

[bookmark: Text2]     


ANALYZE

Identify trends that impact your entire agency’s workforce from the following three areas (Staffing, Diversity & Competency Gaps):

Staffing Gaps

Check all that apply:
	[bookmark: Check17]|_|
	Absenteeism

	[bookmark: Check9]|_|
	Applicant Skill Deficiency

	[bookmark: Check10]|_|
	Career Path Deficiency

	[bookmark: Check11]|_|
	Compensation

	[bookmark: Check12]|_|
	Contractor/Temporary Employee Dependence

	[bookmark: Check13]|_|
	Limited Talent Pool

	[bookmark: Check14]|_|
	Retirement

	[bookmark: Check15]|_|
	Turnover 

	[bookmark: Check16]|_|
	Vacant Positions due to Budgetary Constraints



Other:
[bookmark: Text3]     

Explain:
[bookmark: Text4]     

Competency Gaps

Check all that apply:
	[bookmark: Check18]|_|
	Accountability

	[bookmark: Check19]|_|
	Communication

	[bookmark: Check20]|_|
	Conflict Management

	[bookmark: Check21]|_|
	Creativity and Innovation

	[bookmark: Check22]|_|
	Cultural Awareness

	[bookmark: Check23]|_|
	Customer Service

	[bookmark: Check24]|_|
	Flexibility

	[bookmark: Check25]|_|
	Initiative

	[bookmark: Check26]|_|
	Judgment and Decision Making

	[bookmark: Check27]|_|
	Negotiation and Influence

	[bookmark: Check28]|_|
	Professional Development

	[bookmark: Check29]|_|
	Project Management

	[bookmark: Check30]|_|
	Results Orientation

	[bookmark: Check31]|_|
	Talent Management

	[bookmark: Check32]|_|
	Teaching Others

	[bookmark: Check33]|_|
	Team Leadership

	[bookmark: Check34]|_|
	Teamwork and Cooperation

	[bookmark: Check35]|_|
	Transformers of Government

	[bookmark: Check36]|_|
	Technical Competencies



Note:   Technical Competencies: Subject matter expertise required for business continuity in the workforce

Other:
[bookmark: Text5]     

Explain:
[bookmark: Text6]     


Diversity Gaps

Check all that apply:
	[bookmark: Check38]|_|
	Age

	[bookmark: Check39]|_|
	Gender

	[bookmark: Check37]|_|
	Persons with Disabilities

	[bookmark: Check40]|_|
	Race



Other:
     

Explain:
     


CRITICAL POSITION

Within your agency, describe the most critical position in need of workforce planning.  For example, is there an urgent need for leadership training for frontline supervisors, or competency development in specific areas for individual contributors, etc.?

Position Job Code:
[bookmark: Dropdown1]

Position Title:
[bookmark: Dropdown2]

Staffing Gaps

Check all that apply:
	|_|
	Absenteeism

	|_|
	Applicant Skill Deficiency

	|_|
	Career Path Deficiency

	|_|
	Compensation

	|_|
	Contractor/Temporary Employee Dependence

	|_|
	Limited Talent Pool

	|_|
	Retirement

	|_|
	Turnover 

	|_|
	Vacant Positions due to Budgetary Constraints



Other:
     

Explain:
     


Competency Gaps

Check all that apply:
	|_|
	Accountability

	|_|
	Communication

	|_|
	Conflict Management

	|_|
	Creativity and Innovation

	|_|
	Cultural Awareness

	|_|
	Customer Service

	|_|
	Flexibility

	|_|
	Initiative

	|_|
	Judgment and Decision Making

	|_|
	Negotiation and Influence

	|_|
	Professional Development

	|_|
	Project Management

	|_|
	Results Orientation

	|_|
	Talent Management

	|_|
	Teaching Others

	|_|
	Team Leadership

	|_|
	Teamwork and Cooperation

	|_|
	Transformers of Government

	|_|
	Technical Competencies



Note:   Technical Competencies: Subject matter expertise required for business continuity in the workforce

Other:
     

Explain:
     


Diversity Gaps

Check all that apply:
	|_|
	Age

	|_|
	Gender

	|_|
	Persons with Disabilities

	|_|
	Race



Other:
     

Explain:
     


What workforce strategies will your agency implement to recruit, develop and retain employees in this critical position?

Recruitment Strategies

Check all that apply:
	|_|
	Agency Recruiter

	|_|
	Agency Website

	|_|
	Career Fairs

	|_|
	Employee Referral Program

	|_|
	Internship Program

	|_|
	Careers.ga.gov, Job Boards, Monster, etc.



Other:
     

Explain:
     


Development Strategies

Check all that apply:
	|_|
	Coaching

	|_|
	Employee Exchange

	|_|
	Job Shadowing

	|_|
	Mentoring Program

	|_|
	Succession Planning

	|_|
	Training



Other:
     

Explain:
     


Retention Strategies

Check all that apply:
	|_|
	Alternate Work Schedule

	|_|
	Incentive Pay

	|_|
	Job Sharing

	|_|
	Pay for Performance

	|_|
	Rewards and Recognition

	|_|
	Telework



Other:
     

Explain:
     


Proposed outcome of this strategy
     

Link this strategy to achievement of organizational goal(s).  Briefly explain.
     

How will the success of this strategy be measured?  How will you know that the strategy is succeeding?
     

Approximately how much money will you save annually by implementing this strategy? Briefly explain.
     

Enter annual dollar savings:
     

Approximately how much money will this strategy cost you annually?  Briefly explain.
     

Enter annual dollar cost:
     



EVALUATE

What are the primary action steps to implement your HR strategies?  Identify person(s) responsible for action, and projected dates of completion, etc.

	Key Action Steps
	Target Completion Date
	Person(s) Responsible
	Status/Progress Update
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