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= HRA FY23 Workforce Report

= HRA Retention Study

= Enterprise Employee
Survey/Focus Groups
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KEY INSIGHTS: State of Georgia Workforce
Demographics
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Female Employees

66.9% ,i\ -

32.7% |i|

Male Employees

30.5%

Caucasian (White) ‘ ‘

Employees

African American
(Black) Employees

62.4%
. Y



20.1%

Home/Remote

48.3%

On-Site Office




5 GENERATIONS IN THE WORKPLACE
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KEY INSIGHTS: State of Georgia Workforce :
Generatlonal Footprint "




Employees by Generation FYE 2023 Hiring by Generation FY 2023
0.5% 0.2%

m Veterans

m Baby Boomers
® Generation X
® Millennials

®m Generation Z

Credit: DOAS Planning and Performance
Source: TeamWorks HCM



Veterans (1925-1945) o . 04%

Composition of Workforce by Generation

Baby Boomers (1846-1964) - 6.4%
Generation Z (1998 _ 17.9%
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KEY INSIGHTS: State of Georgia Workforce
Positive Trends and Employee Sentiment




KEY STATISTICS: State of Georgia Workforce
Separations Exceed Number of Hires
System-Wide (All Records) *l‘h
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KEY STATISTICS: State of Georgia Workforce
High Emplo')ﬁe Intent To Stay
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11%
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KEY STATISTICS: State of Georgia Workforce
High Employee Agreement Feedback @)

State of Georgia Organizational Culture

Agency Organizational Culture
73.9%

Job Satisfaction
80.0%

Relationships with Management

75.9%

Development and Support

62.0%

eadership and Managemen

87.2%
Team Dynamics

75.5%
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Annual Turnover by Generation Group

Exec. Branch, FT, Non-Temp., O Rec.
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76.4% Percentage (%) of
) Workforce by
Generation
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Additional Turnover Insights
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= Reduce the number of jobs
which require a four-year
college degree

= Revise minimum qualifications
significantly regarding
education and experience
requirements

" |ncrease the job applicant
and talent pool




The WAR for Talent
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Top Drivers of Talent Retention
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Strong Remote Work
Connection Options and Work

To Mission Life Balance

R

Retirement
and Benefits
Satisfaction




Top Drivers of Talent Attrition
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Noncompetitive Negative Work

Compensation Environment (Mgr.)

LL]

Limited
Professional
Development
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Talent Retention Insight: Outside Employment

Lt |

69%

Have considered
outside employment
in the last 12 months

P




WE NEED
YOUR HELP!




14 Recommendations Across the Talent Journey
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. Design employer brand strategy with mission and impact

at the center

. Expand talent sourcing to include nontraditional populations

Review compensation philosophy that includes regular
compensation and benefits analysis and transparent communications

Redefine/define job architecture and requirements and expand
successful apprenticeship/internship programs

Modernize technical infrastructure to support current and future

work demands
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. Design pre-management and management training programs
11.
12
. Define State-wide desired outcome of performance management

Establish Employee Training and Continued Education Programs

Formalize role progression and expand rotational programs
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Standardize and expand opportunities for hybrid
and remote work

Increase change management and
communication efforts to elevate transparency

Conduct regular employee engagement activities
to gather ongoing employee sentiment

Develop accessible reporting mechanisms and
escalation processes
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processes to develop uniform evaluations and encourage ongoing feedback

Establish a succession planning framework
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Which two (2) ATTRACT recommendations do you feel are most
important and should be placed at the top of the priority list?

( Start presenting to display the poll results on this slide.
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Which two (2) ENGAGE recommendations do you feel are most
important and should be placed at the top of the priority list?

( Start presenting to display the poll results on this slide.
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Which two (2) DEVELOP recommendations do you feel are most
important and should be placed at the top of the priority list?

( Start presenting to display the poll results on this slide.
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