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Human Resources Planning and Succession Planning

Succession planning and HR planning are seen as a solution to the anticipated workforce
shortages facing some countries. With sufficient planning, employers are hoping to avert
disaster when the baby-boomer generation retires in large numbers. Since the total number of
workers will decline the thought is that hiring the right people for the right job at the right
time will alleviate the actual workforce shortage. Whether this holds true or not remains to be
seen.

The aging workforce exists in many countries including the U.S. and many European
countries. In Asia-Pacific, a 2006 Watson Wyatt Worldwide study found that by 2050, Asia

Pacific will be home to most of the world’s elderly with 998 million people aged 60 and over.

A 2007 study of the Latvian workforce revealed that that country’s population is decreasing at
a rate of about 0.5 percent per year. The report describes how the workforce is declining due
to retirements and emigration while at the same time the demand for labor is increasing
because of economic growth. Employers are further stressed because at the same time
workers are demanding higher salaries. Importantly the study found that most employers are
not incorporating the anticipated worker shortages into their planning and therefore education
is needed.?

Other stressors that increase the need for workforce planning are highlighted in the 2005
World Public Sector Report: Human Resources Management, Unlocking the Human
Potential. The authors note that the impact of HIVV/Aids and labor migration are two sources
of workforce shortages currently being experienced by developing nations. *

We do know that although succession planning and HR planning are widely discussed in the
literature today it is not widely practiced. The 2004 IPMA-HR Benchmarking a survey on

1 Ageing Workforce: 2006 Report Asia Pacific, Watson Wyatt Worldwide,
http://www.watsonwyatt.com/images/database uploads/ageing _ap 06/AP_AgeingWorkforce2006.pdf

2 Karnite, Raita, Institute of Economics, Latvian Academy of Sciences, Study reveals gap in labour market
supply and demand, European Foundation for the Improvement of Living and Working Conditions,
http://www.eurofound.europa.eu/ewco/2007/11/LV07110191.htm

* UNPAN-DPEPA/UNDESA 2005 World Public Sector Report: Human Resources Management, Unlocking the

Human Potential for Public Sector Performance, http://www.unpan.org/dpepa_worldpareport.asp
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workforce planning and found that very few organizations have a workforce plan in place.*

Telephone interviews with individuals who completed the demographic part of the survey but
not the substantive questions revealed that they did not proceed because they do not have a
workforce plan in place. Yet, there is a great deal of interest in the topic as shown by recent
informal surveys by IPMA-HR on the topic.

What exactly is meant by Human Resources Planning? Peter Reilly, Director, HR Research
and Consultancy, Institute for Employment Studies in the United Kingdom in his report on the
topic— defines HR planning as:

A process in which an organization attempts to estimate the demand for labour and
evaluate the size, nature and sources of the supply which will be required to meet that
demand.’

The IPMA-HR Workforce Planning guide defines workforce planning as:

The strategic alignment of an organization’s human capital with its business direction.
It is a methodical process of analyzing the current workforce, identifying future
workforce needs, establishing the gap between the present and future, and
implementing solutions so the organization can accomplish its mission, goals, and
objectives.®

Succession planning generally refers to the filling of key positions, often at the top levels by
examining the current workforce and assessing skills and abilities of current workers.
Identifying talent within the organization plays an important role in succession planning.

Looking at these definitions, succession planning would appear to be the last stop on the
planning continuum. HR planning looks at the big picture — the number and type of jobs
available now and in the future and the labor needed to fill those jobs. Workforce planning
takes the process one step further and attempts to align future workforce needs with the
organization’s strategic goals. Finally succession planning looks at the top or the key
positions and attempts to identify talent to fill those roles.

* IPMA-HR 2004 Benchmarking Survey: Workforce Planning,
http://www.ipma-hr.org/pdf/research/Planningresults.pdf
> Reilly, Peter, Human Resource Planning: An Introduction, The Institute for Employment Studies, Report 312,

© 1996.

6 IPMA-HR Workforce Planning Resource Guide for Public Sector Human Resource Professionals, IPMA-HR,

© 2000
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Using this outline then, an organization would need to begin with HR planning and an
analysis of the current workforce, the future workforce and then address the gaps. In the
IPMA-HR workforce planning guide, three types of planning are described:

o Workforce approach — that is similar to the definition of HR Planning — looking at the
current workforce, the number and types of jobs anticipated at a time in the future and
an analysis of the gaps.

« Workload approach — looks at the amount and type of work anticipated in the future
and then looks to the people and skills that will be required.

o Competency approach — identifies sets of competencies that align with the mission,
vision and strategic goals of the organization and looks to the competencies employees
will need for future organizational success.

The IPMA-HR guide describes a generic model for workforce planning:

1. Scan - look at strategic plans, internal factors, external factors and conducting a
Strengths, Weaknesses, Opportunities and Threats (SWOT) analysis.

2. Supply and Demand — workforce, workload and competencies
Gap analysis — compare current and future needs and identify the gap or surplus

4. Action — Recruitment/retention strategies, implementation plan, change management
communication and evaluation.

Succession planning has gained in popularity because of the anticipated shortage of workers
at the top levels as the baby boomer generation retires. However it is important not to
overlook other key positions within the organization and this broader view is sometimes
called talent management.

The steps in succession planning go a little further than the four steps above and include
identifying key positions — and keep in mind, these may not be exclusively the top level
positions but may include positions currently filled by senior staff with significant
institutional knowledge that will be lost when they retire.

Succession planning may involve hiring talent from outside the agency or it may involve
training current staff by identifying high potential employees. This is often described as the
“make or buy” decision. It is likely that any employer will need to use a combination of
efforts.

Training and career development are important aspects of “making” talent. This means that
the entire succession planning process must take into account not only the strategic piece but
also the individuals affected by succession planning. One issue that arises in public sector
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employment that is not as likely to occur in the private sector is the problem of identifying
high potential employees as successors.

Civil service rules may require that all individuals be considered for training and career
development opportunities, not just individuals that are identified as “high-potential.” When
conducting succession planning human resources professionals must consider that the
landscape is likely to change while the planning is occurring.

Individuals who receive additional training may leave for opportunities elsewhere or they may
have life changes that necessitate a career change. Strategic areas can change as technology
continues to develop and of course there are always factors that are unanticipated.

Fairfax County, Virginia located near Washington D.C., has developed the following checklist
for evaluating workforce planning: ’

e The workforce plan is based on the organization’s strategic plan, and considers the
mission, vision, core values, and goals.

e Data analysis has been conducted to analyze impacts on the workforce plan.

e The organization has determined the number and type of employees that will be
needed to address the challenges of the upcoming years.

e There are clear indications that the organization has identified the roles and core
competencies needed to support its goals and service delivery strategies.

e Analysis has been performed to assess the gap between current positions and those
needed for the future.

e Strategies have been developed to address gaps between projected supply and demand.

e The Action Plan has been clearly laid out, including responsible parties, due dates, and
resources needed.

e The plan has been communicated to employees and stakeholders.

o The workforce plan and strategies are continually monitored and refined to ensure
their ongoing effectiveness and continuous improvement, taking into account resource
changes and other conditions impacting the organization.

An important point made in the Fairfax County workforce planning guide is that the “capacity
to do effective workforce planning will only be developed over time.” The lack of experience
with workforce planning should not be a barrier to creating a plan.

Another concept in the workforce planning/succession planning field is described by Mary B.

” Fairfax County Virginia Workforce Planning Guide,

http://www.fairfaxcounty.gov/hr/pdf/workforceplanningmanual.pdf
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Young in the CPS Human Resource Services report on Building the Leadership Pipeline.?
Young describes a planning continuum where some organizations fall at one end, using only
traditional “just in time” hiring to fill openings and others that use an “integrated approach.”

The Integrated Approach marries efforts to manage the supply, caliber, and competencies of
leaders with broader efforts to manage the organization’s human capital. It links these efforts
to the organization’s overall strategy and its short-term and long-term planning. Below is a
visual description:

The Integrated Approach
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The report describes how agencies’ initial efforts to engage in succession planning were
expanded to include the entire workforce because replacing the top levels left the lower level
positions open and because there was a need to develop the workforce at all levels.

In describing the integrated approach the report lists three areas of development necessary for
leaders and these include: knowledge and understanding outside the employee’s own
department, knowledge and understanding at the enterprise level and a broad network of
relationships.

In developing employees the study notes that some organizations are using formal leadership
development training, job rotation, action learning, data-driven development (e.g. using
assessments) and structured building of relationships.

® 'Young, Mary B., CPS Human Resource Services, Building the Leadership Pipeline in Local, State and
Federal Governments, © 2005.
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The report makes eight recommendations for those wanting to build their leadership pipeline:

1. Make workforce planning the foundation

2. Engage senior leaders

3. Identify competencies leaders will need

4. Assess developmental needs

5. Create leadership development strategy

6. Institutionalize the process of Individual Development Plans
7. Tap into the talent pool of retirement-eligible employees
and retirees

8. Don’t let cost concerns keep your organization from
building the leadership pipeline

In addition to the descriptions of HR Planning, Workforce Planning, Succession Planning and
the Integrated Approach described above, John Lavelle, in his article, On Workforce
Architecture, Employment Relations, and Life Cycles: Expanding the Purview of Workforce
Planning & Management invites readers to consider some new and exciting developments in
workforce planning. °

Lavelle cites the Conference Board’s 2006 “Strategic Workforce Planning” report that
describes the evolution of workforce planning as such:

Basic Gap Analysis-Workforce Analytics-Modeling and Forecasting —Segmentation

This continuum of development allows organizations to go beyond the gap analysis — e.g.
how many people are in the organization today versus how many people will be needed in the
future and into a detailed analysis of the strategic contribution of staff and the positions’
relationship to the mission of the organization.

Lavelle describes workforce segmentation as dividing positions between core and non-core
(e.g. support) functions and strategic v. requisite roles. Strategic roles are those that require
unique capabilities while requisite roles support business performance but could be
outsourced or staffed differently (Lavelle is citing Matthew Brush and Donald Ruse’s
description of Corning Glass’s incorporation of segmentation into its strategic workforce
planning process.)

Lavelle moves beyond segmentation, stating that it is two dimensional, and needs a third
dimension in order to be dynamic and that third dimension focuses on translating plans and

% Lavelle, John, Public Personnel Management, Winter 2007, pp. 371-385.
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segments into actual staff. The third dimension is the optimal employment relationship/value
proposition required to retain the skills.

When applying this to the aging workforce the issue becomes separation at the end of the
employment life cycle. Because so many workers will be at the end of the employment life
cycle the question becomes whether or not the employee has a high or low business impact
and whether or not the individual is engaged in his or her work. For older workers lingering in
the workforce who work in low business-impact jobs, the question is how to encourage them
to leave —Lavelle, as one option, offers a transition that includes some consulting work.

Older workers with high business-impact positions and high demand skills are in a different
position and Lavelle notes that the balance of power here will shift. Here, Lavelle notes that
money and its equivalent will always be relevant but what might be more important is making
the work interesting and giving appropriate recognition to these workers.

All the planning in the world will be meaningless if there is not a mechanism for
implementing at least a part of the planning process and that is where Lavelle’s analysis is
particularly useful. Implementation is a two-way street, the organization needs staff -this is
the heart of planning — how much staff, with what skills? What will the employment picture
of the future look like?

The flip side of the coin is the employee’s needs — monetary, of course but also the need for
recognition, the desire to participate in meaningful work in a pleasant environment, flexibility,
respect among others -this is where employee engagement, retention and other issues come
into play.

Workforce planning must go beyond the basics and include employee engagement, branding,
an analysis of what the workforce of today and tomorrow will demand from an employer.
Public employers, always on the low end when it comes to compensation, must examine the
overall employment package for different employees at different stages of their careers and
meet the employee’s needs while not sacrificing the quality of the work that the employee
produces.

What if, at the end of the planning process you are faced with an inescapable conclusion that a
workforce shortage will result in an insufficient number of workers? Lavelle alluded to this by
describing segmentation and focusing energies on high impact positions and further in his
article he describes the World Bank’s efforts to address a shortage through offshoring back
office support.

In order to reduce labor costs the World Bank shifted its back office support staff from
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Washington, D.C., where a tight labor market drove up costs to Chennai, India where there
existed a large number of highly educated professionals available for work. Because these are
low-impact positions and the employees are often over-qualified, the employment value
proposition centers on excellent pay, portable pensions and the ability to work in a
challenging environment and gain skills.

The Bank must encourage separation after a relatively short time frame because of the lack of
advancement opportunities and the need to maintain high fiduciary standards but the goal is to
make it a “win-win” situation says Lavelle.

In addition to off-shoring, another method of addressing the workforce shortage includes the
increasing reliance on technology to perform tasks. Public agencies are also uniquely situated
to share talent, in the form of shared service centers or through sharing workers through
rotation programs or through memorandums of understanding that allow workers from one
jurisdiction to be detailed to another for a period of time.

Outsourcing is another option where public agencies could tap into the private sector
workforce to perform duties that are not strategic/high-impact. Many agencies already use
type of outsourcing for functions such as payroll and benefits.

To return to an earlier discussion, why aren’t more organizations engaged in workforce
planning? The 2004 IPMA-HR benchmarking study on workforce planning asked participants
this question and discovered common barriers.

Barriers to production of complete and timely workforce plans

Barriers Percentage
Preoccupation with 39%

short-term activities
Insufficient staffing to work | 34%

on this

Lack of funding 26%
Lack of executive support 18%
Restrictive merit system rules | 13%
on hiring, etc.

Insufficient marketing effort | 6%
Lack of confidence in 6%
planning techniques

Resistance to change 1%
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Often organizations are occupied with the day-to-day fulfillment of their mission and have
difficulty finding the time and the resources to engage in strategic activities. In order for a
strategic activity such as workforce planning to take place top-level executives must make it a
priority.

The state of Washington’s workforce planning website includes a chart of the percentage of
employees eligible to retire and the percentages are often up to a quarter or a third of the
workforce in certain areas. Conducting this type of analysis can be a powerful tool in
motivating top-level executives to take notice of the need for workforce planning.

Lavelle in the article mentioned earlier also notes that workforce planning may be taking
place on an informal level using common sense or rules of thumb to assess the workforce and
make predictions about the future.

On a final note, it is worth mentioning that workforce and succession planning cannot take
place in a vacuum. Externally, organizations must be aware of the environment in which they
operate and must assess the competition for talent. Internally, organizations must incorporate
the organization’s overall strategic plan into the workforce plan in order to accurately assess
future workforce needs. Human Resources departments cannot act alone in this regard; they
must work closely with the other top executives in the organization.

Discussion Questions

1. Does your organization currently have or anticipate having a workforce shortage? If so,
what are the causes and which occupations are most affected? What steps are you taking to
address these shortages?

2. Does your organization have a human resources/workforce or succession plan? If so what
are some of the elements of the plan?

3. If your organization does not have a workforce or succession plan is planning being done
on an informal level? For example does the organization have leadership training or other
programs in place designed to ensure a talent pool?

4. What are some barriers to creating formal workforce and succession plans both internally
(e.g. buy-in from senior level executives) and externally (regulations, competition)?

5. What are some creative options for addressing workforce and talent shortages that you are
implementing or considering?
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Key Messages

e Planning drives excellence
e LLeaders need to be role models

e Excellence and effectiveness are achieved
through true engagement
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Canada Public Service  Agence de la fonction publique 2]

Canadia

Canada Public Service Agency:
Who are we?

 Canada Public Service Agency created in 2003, as
result of legislative reforms to the management of
human resources in the Public Service

* Our raison d’étre: Modernize and foster excellence in
people management in the Public Service, by assuming
overall leadership on human resources matters,
including values and ethics, official languages and
employment equity

» CPSA President acts as Chief Human Resource
Management Advisor for the Government of Canagda

Canada Public Service Agence de la fonction publique
Agency al

du Canada

R ———
Canada Public Service Agency:

W hatdo we do?

“Our firstand only order of Businessis PEOPLE?”
e Ourlines of business:
— Workforce and Workplace Renewal
— Public Service Renewal Task Force and Modernization
— Leadership and Talent Management
— Strategic Policy, Planning and Research
— Strategic Infrastructure, Organization and Classification

du Canax

Canada Public Service Agence de la fonction publique
Agency dy da

R ———
Canada Public Service Agency:

Our Partners and Clients

e Our partners:

— Treasury Board Secretariat: authority for compensation
and labour relations

— Public Service Commission: authority for staffing and
external recruitment

— Canada School of the Public Service: authority for
delivering learning programs

e Our clients:
— Every department and agency in the core Public Service

6
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W hatis Integrated Human Resources and
Business Planning?

* Process that identifies current and future human
resources needs for an organization in order to
achieve its goals

e Human resources planning should serve as link
between human resources managementand
overall strategic plan of organization

e “Full throttle leadership” needed to ensure success
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Integrated Human Resources
and Business Planning — Value Proposition

e Enhanced organizational capacity and performance
e Improved service and program delivery
e Improved dialogue between management and staff

e Consistent alignment of operational activities and strategic
organizational goals

e Improved ability to meet expectations under the
Management Accountability Framework and deliver on
organizational priorities

10
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Aanada

Integrated Human Resources and
Business Planning Environment

Legislative Base and P':‘"?"r“" F:“:"i“ﬂ Integrated Planning Tools
Other Drivers of Integrated Planning \\ rinciples an rocess
Integrated Planning

Guidebook
PSMA (FAA; PSEA) Accountability Act
Six Principles Tp—————

Ints :
A Handbook for Deputy Ministers
and Senior Managers

Guidance for t I
Deputy Ministers

= . Framewark
ocument Integrated Planning
H Calendar

Succession Planning
and Management Tool

Clerk’s Corporate People Component
Priorities

. Staffing Management
Auditor General's Accountabllity
Findin, Framework

ession Planning
and Management Tool
for Senior Managers

Five-Step Approach
to Determining
and Building

for Current and
Future Needs

Integrated Planning
Termplates 1

Canada

Principles of Integrated
Human Resources and Business Planning

1. Takes place at all levels

Is information driven

Identifies risks and challenges

Is transparent, values-based and
well-communicated

Regular reporting takes place

Efforts are monitored, measured and evaluated

12
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Integrated Planning —
Steps and Considerations

Step 1: Determine your business goals
e Critical to:

— have solid understanding of organizational priorities and of
business cycle for effective alignment of HR and business goals

Step 2: Scan the environment
e Critical to:

— Understand workforce and to plan for projected shortages and
surpluses in specific occupations and skill sets (workforce analysis)

— ldentify factors internal to organizations that may affect HR
capacity to meet organizational goals (internal scan)

— Determine most important environmental factors expected to affect
workforce capacity (external scan)

13
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Integrated Planning -

Steps and Considerations (conta)

Step 3: Conduct a gap analysis
— Based on results of 2 previous steps, identify
organization’s current and future HR needs
Step 4: Set HR priorities to help achieve business goals
— Based on results of 3 previous steps, identify major HR
priorities, strategies and develop work plans
Step 5: Measure, monitor and report on progress
— Critical to measure, monitor and report on HR
performance outcomes to assess progress in target areas,
organizational learning and improvement and determine
future priorities

14
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Integrated Human Resources and Business
Planning Products and Tools

e Integrated Planning: A Handbook for Deputy
M inisters and Senior Managers

e Integrated Planning Guidebook
e Integrated Planning Templates

15
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SUCCESSION PLANNING
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Linking Succession Planning and
Management with Integrated Planning

Imntegrated HR S
Business Planmning

Detarmine
Business Goals

[Ssen sne envirenment ]

Succession Planmnnming
and Management
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Succession Planning — The Business Case

1. Develops pools of skilled, job-ready candidates

2. Helps attain employment equity and official
languages goals

3. Mitigates loss of corporate memory

4. Improves organization’s ability to deliver

18
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Five Steps to Succession Planning

1. Identify key areas and key positions
Identify capabilities for key positions and areas

3. ldentify interested employees and assessment
against capabilities

4. Develop succession and know ledge transfer
plans

5. Evaluate effectiveness

19

Canadia

Succession Planning and
Management Tools

e Succession Planning and Management Tool

e Succession Planning and Management
Workshop Tool

* Succession Planning and Management Tool for
Managers and for Senior Managers

e ADM Talent Management Tool

20
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ADM Management Map — Building Excellence

CONTRIBUTION

* Currently demonstrates
ADM leadership competencics and
effective behaviours above

52



Canad?a

Public Service Renewal

22
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Drivers of Change

The Public Service:

. Agifr]lg population reflected in Public Service demographic
profile

e Changing nature of work driven by technologies and
globalization

e Most competitive labour market in over 30 years, marked by
low unemployment

e Changing and more diverse population mix that, despite efforts
of past decade, is still not adequately reflected in ranks of the
Public Service

» Changing public expectations toward more accountability,
better management of tax dollars, and improved public services
e Public Service brand is less positive and less clear in the

public’s mind
23
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a Public Service Agence de la fonction publique
; du

Principles Supporting Renewal

* Renewalis not atop-down exercise: involves
employees at all levels

e Renewalis an ongoing process: continually
renew ourselves, build on strengths and adjust
course as we learn

e Measurement matters: set benchmarks for
performance and measure progress

e Excellence should be our hallmark: reaffirm
traditional values of excellence in service delivery

and policy development
24
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Partners in Renewal

e Prime Minister’s Advisory Committee on the Public Service

— Major focus on human resources governance and accountabilities;
and performance management in the Public Service

e Deputy Ministers Committee on Public Service Renewal
— Renewal Action Plan and Engagement Strategy

e Every Public Servant
— All have a vital role to play in Public Service Renewal

25
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Public Service Renewal - Four Priorities

e Planning - Integrating business and human resources
planning;

* Recruitment -Renewing and sustaining capacity at all
levels to ensure the Public Service has the right people
and skills it needs now and in the future;

 Employee Development -Fostering leadership at all
levels and ensuring that employees have meaningful
work to do in a supportive environment;

e Enabling Infrastructure - Putting in place the systems
and processes to support efficient, user-friendly
planning, recruitment and development

26
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Public Service Renewa
Integrated Planning

* Essential foundation and powerhouse of renewal (takes 2-3
years to do well)

e Needs to be job and accountability of strategic planners

e Engagement and ownership by senior leadership and line
managers is critical — changes the conversation

e Must be grounded in your business and enables all other aspects
of renewal

e Supports and justifies full use of Public Service Modernization
Act staffing flexibilities

e Evolving to a more holistic concept and understanding of
integrated planning (HR, IT, Finance, etc)

e Facilitates succession planning, and achieving Employment
Equity and Official Languages objectives

27
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Public Service Renewal Priority -
Recruitment
Clear statement of requirements based on planning
(including Official Languages and Employment Equity)
Up-frontinvestment is critical (Ontario experience)
Personal engagement
Branding the Public Service and Departments

Public Service recruitment; student bridging, co-op; using
the tools we have more effectively

Ensuring orientation and development plans based on
conversations about joint expectations

Collective efforts where they make sense

28
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Public Service Renewal Priority —
Development

Learning plans and opportunities

A full spectrum of performance management with
consistency and rigour at all levels and addressing the
range of performance; clarity up-front on “what” and “how”

Equipping people for success
Fast-tracking and ensuring depth of experience
People management skills

Having the right conversations, and being honest and clear
about expectations on all sides

29
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» Classification; generics

e

PS Renewal Priority -
Enabling Infrastructure

Staffing modernization (get educated)
Policies, programs and legislation

Systems, services and support
Data

30
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Canada

Planning is integral to
Public Service Renewal

¢ Addresses challenges of attracting, recruiting, training and
retaining talent

e Ensures excellence in all that the Public Service will do in
the future

¢« Renewalencompasses how business is done and the people
who do it.

e Managers must plan for their business and for the
individuals needed to conduct it

31

“Until one is comm itted, there is
hesitan he chance to draw back

always ineffectiveness.” (Goethe)

Canada

Canadia

R

For more information, please contact us at
the Canada Public Service Agency

hrp-prh-ref@ cpsa-afpc.gc.ca
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Annex

e Demographic Trends in the Public Service of Canada
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The Federal Public Service

Structure of the Federal Public Sector W orkforce (March 2008)

Total

Employment
Core Public Administration 200,575
Separate agencies 62,539
Total Public Service 263,114

Note: For total CPA and Separate Agencies employment includes all employee types (and include ministerial staff, students, Order-in-Council
appointments, etc) but excludes employees on leave without pay
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Size of the Public Service - Key Facts

e The number of public servants is now about the same as in 1983

* The ratio of public servants to Canadian citizens is lower than it was in
1983, although it has been increasing since 1998

e Inthe period from 1993 to 1998, the size of the public service declined
by 19% largely because of Program Review between 1995-1998

e Between 2000 and 2007 as budget surpluses emerged, the size of the
public service has increased by 23% returning to the size to the 1993
workforce

36
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The representation of the four Employment Equity
groups increased in the Public Service

60%
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Representation of visible minorities has increased significantly, but is still below the workforce
availability estimate (based on persons eligible to work in the PS and the occupational groups employed
in the PS) 37
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Women in the Public Service have steadily grown
proportionately over the last 25 years

10w Ao 1uws 99 200 200/
wMen mWomen
The growing number of women in the public service parallels recent socio-economic trends (for

example - more women in the Canadian Labour Force, a larger proportion of women with post
secondary education) 38

Canada Public Service  Agence de Ia fonction publique
Agency du Canada

The “knowledge” based occupations have all increased
in size proportionately since 1983
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The increase in the size of specific knowledge based occupational groups has had an important
impact on the growth of the largest departments

. These 5 occupational groups represented 40% of total PS in 2007
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Public Service Workforce Size Projections
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The growth scenario assumes a 2.4% growth rate for 10 years
The decline scenario assumes 2.4% decline rate for 10 years
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Age of the Public Service — Key Facts

e Canada’s population is aging, largely because of lower fertility
and higher life expectancy

e 21.6% of PS employees are under the age of 35, while 26.4%
are between 35 and 44; given that 24.8% of the Canadian
Labour Force is between 35 and 44, there doesn’t appear to be
much difference proportionately — however, 36.8% of
Canadian Labour Force isunder age 35

e In the last couple of years (from 2005 to 2007) the average age
of the PS has been holding steady
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Men make up most of the workforce aged 55+ while the
proportion of women is higher in younger age groups
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There is a significantly higher number of older men than women (19.1% of men are 55 and older,

in comparison to 13.2% of women) 42
Atthe same time, there are more women than men in younger age bands
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Departures (retirements and other separations)
from the Public Service - Key Facts

» Departure rates have been increasing in recent years due to the increase
in the retirement rates

etirement rates reached their highest level in recent years (3.1% in
006/07)

e Retirements will reach their maximum in 2008/09, and after that they
will hold steady and start declining by 2015/16 (based on scenario of
ten years Public Service population growth)

e Other departures include resignations, deaths, etc.
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Recruitment into the Public Service — Key Facts

Agency du Canada

e In 2007, 43% of indeterminate hires came from the general public
versus internal staffing appointments

e Majority of new indeterminate hires from the general public involved
individuals who had prior public service experience

e Number of new term hires has decreased over time reaching the lowest
level in recent years

e Inrecentyears more women are being hired into indeterminate
positions than men (56.8% in 2007)
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Factors that have influenced the Executive
Workforce Profile since 1983

Agency du Canada

e Executive workforce has grown by 67.1% since the Program Review (1998)
¢ Average age of executives has increased from 48.7 in 1993 to 50.6 in 2007

e« The proportion of women at all levels of the EX category has increased
since 1983

¢ Representation of all four designated Employment Equity groups has
increased since 2000
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Public Service as an Employer of Choice

Public sector employers worldwide face workforce shortages that are expected to intensify
over the next decade and perhaps permanently. In order to remain competitive and to attract
the best and brightest to public service, governments must make themselves attractive
employers. Branding — a marketing tool long used by private companies to sell their products
is now being used by employers.

The need for a branding strategy comes from the expected talent shortage in nearly all
countries. For the past several years there has been discussion of the retirement tsunami, the
fact that in many countries the current generation will be retiring in great numbers over the
next 10 years — the U.S. Merit Systems Protection Board estimates that 60 percent of the U.S.
Federal white-collar workforce will be eligible for retirement over the next ten years. Because
the incoming generation is smaller than the retiring one, workforce shortages are not likely to
disappear.

And, the problem is not limited to recruitment. The 2008 Grading the States Report released
by Governing Magazine and the Pew Center on the States, gave the states in the United States
an overall grade of C+ in the people category; the lowest grade of the four measured by the
project. The other categories are money, information and infrastructure.

The reason for the low grade was not poor recruitment and staff shortages due to retirements —
in fact the report noted that the retirement tsunami has yet to materialize. Instead, the worker
shortages are brought on by high turnover. The turnover problem is so bad that many states
are losing workers before the probationary period is complete. Mississippi is cited as a
worst-case scenario with nearly one in two new hires leaving before the expiration of the
one-year probationary period.

Why is turnover so high? The article does not go into great detail but it would be fair to take
some guesses — relatively low salaries compared to the private sector, few opportunities for
rapid advancement, a bureaucracy that new hires find frustrating to navigate to name a few. In
New York for example, it is difficult to hire for anything but entry level positions. In
California, many jobs in government are only open to current employees.

The problem is similar and sometimes greater in other countries. China, with its rapid
economic expansion is experiencing talent shortages in many areas as are other Asian

61



countries. Many countries, including developing nations are experiencing worker shortages
and facing brain drain — where highly educated professionals find work abroad for example
the shortages in the nursing industry often lead to workers relocating to other countries.

While both private and public sector employers face similar problems they are often
exacerbated in the public sector. A report by the Organisation for Economic Co-operation and
Development (OECD)™ on Public Sector — An Employer of Choice: A report on the
Competitive Public Employer Project — describes many problems facing its member nations.
While the report was issued in 2001, the problems highlighted seven years ago remain true
today.

e Demographics — the wave of retirements is expected to begin this year and the impact
will be indefinite because the generation behind this one is smaller. There will be
increased competition for fewer workers.

e Compensation — the public sector typically offers smaller salaries than the private
sector.

e Declining image of the public sector — public employment tends to be rated fairly low.
There is a belief that government employers are bureaucratic and there is not much
prestige in public service.

e Human resources practices- career advancement can be slow and there is a perception
that seniority is more important than merit with little emphasis on professional
development. Students and graduates are not being recruited effectively.

e Changes in employee attitudes and values toward work — individuals are demanding
work conditions tailored to the individual to a greater extent than in the past.

For public sector employers there are many options — some organizations, such as the state of
Virginia, have created a knowledge transfer system and Georgia is changing its focus from
other states to the private sector in setting pay and benefits in order to be competitive.

Becoming an employer of choice or branding public service as an employer of choice is
viewed as one way to help the public sector compete for talent. In their article, How to Win
the Talent Wars, Ron Komers and Steve Mendelsohn explain that every organization has a
brand, whether it is by design or by accident. People have perceptions of the workforce based

19 OECD Nations include: Australia, Austria, Belgium, Canada, Denmark, Finland, Germany, Hungary, Iceland,

Ireland, Italy, Japan, Korea, Mexico, New Zealand, Norway, Poland, Portugal, Spain, Sweden, Switzerland.

62



on the contact they have with government workers.**

And unfortunately, many of those perceptions are negative. In 2005, the Partnership for Public
Service issued a report: Public Opinion on Public Service, which described attitudes toward
working for the U.S. government. Notably, only 28 percent of recent college graduates said
they are very interested in working for the government. Surprisingly, less than one-third of
college seniors said that working for the government was “completely” a form of public
service — more seniors believed that working for a non-profit would be more public-service
oriented.

The last bullet point is also worth mentioning again briefly — changes in employee attitudes
and values toward work — this summarizes the generational issues in the workplace. While
studies show that young workers still value job security, there is also evidence (although much
if not all is anecdotal) that generation Y — or the millennials - as they are sometimes called are
more interested in a flexible workplace that allows for work-life balance. Millennials are
defined as those born between 1981 and 1988.

Also, according to a study by the Pew Research Center, most millennials are looking for fame
and fortune. According to the report “Roughly eight-in-ten say people in their generation
think getting rich is either the most important, or second most important, goal in their lives.
About half say that becoming famous also is valued highly by fellow Gen Nexters.” This does
not bode well for public employers where fame and fortune are not typically part of the job
description.

On the positive side, the millennials appear to be less cynical about government than the
general population. When asked whether they agreed or disagreed with the statement, “When
something is run by the government it is usually inefficient and wasteful” 64 percent of
millennials rejected the statement compared to 41 percent of the population at large.*

When it comes to creating a brand for public sector employers, considering what this next
generation of workers is looking for is going to be very important. What constitutes a brand
and how do you communicate it to the public? Mendelsohn and Komers caution against
simply putting words on paper. The brand must be meaningful and more importantly true.

11 Komers, Ron and Mendelsohn, Steve, How to Win the Talent Wars, IPMA-HR News Magazine, March 2008,
pp. 24-27.

12 pew Research Center, How Young People View Their Lives, Futures and Politics
A PORTRAIT OF “GENERATION NEXT” January 9, 2007: http://people-press.org/reports/pdf/300.pdf
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Mendelsohn and Komers cite several key branding elements:
e Employment Promise — This refers to the commitment that an organization makes to
candidates and employees.
e People Position — This is the perception that current and potential employees have
toward the organization.
e Articulated Values — These are the mission and vision statements.
e Culture Print — These are the behaviors, actions and ways that people interact with
each other
e Leadership Style — How leaders communicate value and engage employees
e Message —The primary message an organization wants to communicate.
To summarize Mendelsohn and Komers — a brand is the internal and external perception of an
organization that is based on the way the organization actually treats its employees and the
culture of that organization with the key point being the message that is communicated
creating a positive reputation.

Now that the definition of a brand has been described the next question is how an
organization can identify what its current brand is and how to change it, if indeed it needs to
be changed. The final part of the discussion is results — you have a brand, you’ve
communicated the brand, and now what? How do you know if it has had any impact?

In its report the OECD suggests the following on becoming an employer of choice:
e Improving the Image of the Public Sector is one of the most important challenges.
e Surveys are a good way to identify critical issues for further development.
e Creating Better Working Conditions is a pre-requisite.
e Improving Professionalism in the Public Service is a longer-term strategy.
e Reforming HRM Systems is a fundamental step.

Improving the image of the public sector is not going to be a simple undertaking. According
to the OECD report some factors contributing to the negative image of the public sector can
be poor quality of service, a lack of transparency, a need for integrity and ethics reform. In
some cases a communications strategy can be helpful and improving public service can be a
starting point. In addition, individual agencies may have a more positive image than the
government as a whole and this can provide a starting point in branding.

An example comes from the Washington State Department of Labor and Industries, which is
seeking to make itself a “destination workplace.” A statewide survey showed that the
Department of Labor and Industries is ranked highly by employees in terms of feeling
positive about their supervisors and knowing what is expected of them at work and weak in
terms of performance evaluations and employee recognition. The Department of Labor and
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Industries plans to focus its attention on the weak areas in the next year.

The OECD report suggests conducting surveys as a starting point in defining the current
brand and pinpointing areas for improvement. Another suggestion is to set up advisory
committees to examine the data and provide objective recommendations. The report cites
Canada’s success in this area. As for surveys, Denmark conducted three surveys in 2000
designed to reveal employee motivation. The surveys revealed that the most important
motivational factors are:

1. Job content

o

The ability to plan one’s own work schedule

w

Salary and pay for performance
Work environment

>

The major reasons cited for staying in the current job included:
1. Satisfaction with job content
2. Positive and co-operative relationships with colleagues
3. Influence on work planning

Those thinking of changing jobs considered:
1. The need for a higher salary
2. Unsatisfactory leadership
3. Too few possibilities for development.

These survey results are likely to be typical although conducting your own survey will reveal
problem spots that might not be obvious or could highlight some positive aspects of your
workplace that could be used in a branding effort. It might also be worth looking at some
survey research on the nature of employment in general. The U.S. Merit Systems Protection
Board (MSPB) studied the motivation of recently hired upper-level employees whose prior
work experience was outside government.

The survey revealed that most of these highly-skilled workers joined the federal workforce for
four reasons: job security, mission of the agency (e.g. public service), desire to fully utilize
talents, and government benefits — especially retirement and health benefits.

A Watson Wyatt report on the Asia Pacific aging workforce also concluded that as the

population in the most developed nations age (e.g. Japan, South Korea, Australia, Hong Kong
and Singapore) retirement and health care benefits will be strong factors in retaining workers

65



past normal retirement age.*®

Creating better working conditions is a pre-requisite, improving professionalism in the public
service is a longer-term strategy and reforming HRM Systems is a fundamental step according
to the OECD. Steps might include reviewing formal policies and deciding if any need to be
changed. Changes might include speeding up the hiring process, a critical shortcoming in the
U.S. federal government, or workplace policies such as allowing telecommuting or part-time
work. Creating fair policies for all workers, transparency in transactions and a strong ethical
workforce may also be critical.

Another concept for branding comes from the state of Virginia, which is employing
collaboration with universities and statewide councils and has partnered with Monster Inc., a
well known web-based recruitment site. The state has a pilot program with Monster Inc. to
revise the online job brand, process applications and to provide metrics.

Employee engagement is another important part of creating a brand and Towers Perrin Global
Workforce Study describes the drivers of attracting, retaining and engaging employees.™

e Base Pay — ranked number one in attracting employees

e Health Care

e Work-life Balance

e Opportunities

e Pay for Performance

e Needed Skills Retained — Ranked number one in retention

e Growth Opportunities

e Employers Reputations

e Internal Compensation Equity

e Immediate Supervisor

e Senior Management Interest — Ranked number one in engaging

e Growth Opportunities Actualized

e Individual Decision Making

The employment value proposition is key to the attraction of candidates and the commitment
of employees. According to the 2006 Corporate Leadership Council global study of the
employment value proposition in 12 countries, 7 factors out of a list of 38 are crucial for

13" Ageing Workforce: 2006 Report Asia Pacific, Watson Wyatt Worldwide,
http://www.watsonwyatt.com/images/database uploads/ageing _ap 06/AP_AgeingWorkforce2006.pdf

¥ Towers Perrin Global Workforce Study,

http://www.towersperrin.com/tp/showhtml.jsp?url=global/publications/gws/index.htm&country=global
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driving attraction or commitment. Development opportunities, future career opportunities, and
respect improve both the quantity of employees attracted and the quality of their commitment
levels. Compensation and organizational stability are critical drivers of attraction while
manager quality and having a collegial work environment are critical drivers of commitment.

The study found that organizations have room for improvement in delivering on the
employment value proposition. The study found that only 24% of new hires believed that
what was promised was delivered and only 4 out of 10 employees perceived that the
organization had a good employment value proposition. This is important since current
employees are the most important communication channel of the organizations employment
value proposition. Most employees don’t advocate for the organization, with the study finding
that only 24% would recommend the organization to a friend.

Branding, while described in human resources literature, appears to be a little used tool in the
real work place. A 2007 IPMA-HR/EquaTerra Research Series Report on recruiting and
staffing found that only about a quarter of survey respondents had a branding strategy in
place.® Those brands focused on the following factors:

e Great place to work

e Excellent benefits

e Pride/value in helping people and service in the community
e Opportunities for professional development

e Pride/value of working in public service

e Opportunities for advancement

e Job security

¢ Innovative approach or work environment.

As you can see from this list, many of the factors discovered in the IPMA-HR/EquaTerra
survey are similar to those discussed in the Towers Perrin employee engagement report as
well as in the Denmark survey.

The IPMA-HR/EquaTerra report also discovered that although a relatively low number of
organizations actually have a branding strategy in place, many more are engaged in
developing a brand strategy or in activities that are closely related such as: improving benefits
packages, increasing compensation, conducting organizational self-assessments and offering
flexible schedules and non-traditional work environments.

1> IPMA-HR/EquaTerra Research Series, Recruiting and Staffing in the Public Sector, Summer 2007:
http://www.ipma-hr.org/pdf/WhitePaper.pdf
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Once a brand strategy is in place, the next step is to measure results. Komers and Mendelsohn
warn that, “the challenge is to deliver on your brand promise; it is useless if the organization
does not deliver.”*® Komers and Mendelsohn offer Riverside County’s system of measuring
results as an example of how an organization can find out if their branding strategy is
working. The county uses a variety of surveys and exit interviews to find out how they are
doing in terms of compensation, investing in employees, providing a good place to work and
in having leaders that are inspiring, innovative and creative.

If any problems are found, and in Riverside County, a few problem areas were identified, then
it is imperative that the organization take steps to correct those problems. By way of example,
Riverside County has nine statements in its brand promise:

Provide an environment that is technologically advanced, supportive and fun.
Provide fair and competitive compensation

Invest in our employees and pay for performance, not just showing up

Provide meaningful work and career growth opportunities

Train, develop, support and empower employees

Provide a psychologically healthy workplace

Take pride in ourselves and in co-workers: care about employees

Leaders must be inspiring, innovative and credible; this is indicated through their
behavior and the quality of organizational cultures created

9. We take pride in the quality of service to the citizens

© N o g wDN R

The county’s exit interview questions ask about the brand promise and surveys are done
measuring high-impact areas.

The authors note that measuring the impact of a branding strategy is extremely rare, and this
is no surprise. If only a quarter of agencies have a brand strategy then it is not surprising that
an even smaller fraction of them would be measuring results.

A case study: Nedbank’s effort to become an employer of choice — South Africa
2006

16 Komers, Ron and Mendelsohn, Steve, Measure Talent War Results, IPMA-HR News Magazine, April 2008,
pp. 22-25.

7 http://www.bestcompaniestoworkfor.co.za/insight.html - http://www.nedbank.co.za
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Gina Davidson, Senior Manager: Employment Branding at Nedbank described the reasons for
the bank’s efforts to create a branding strategy and then described how they went about
implementing that strategy.

She describes an employment brand as follows and notes that it is the employees who make
the brand come alive:

It [the brand] communicates your identity as an organisation to others. It is the essence of what

your organisation stands for and should typify the fundamental nature of the organisation.

Essentially, it is the process of placing an image of being a “great place to work” in the minds of
existing and prospective employees.
The branding project was born out of a period of poor performance following the merger of
several organizations with different brands and cultures. There was limited external
recruitment and limited advertising. Davidson said that a great deal of time was spent crafting
a vision and that employees were involved.

Once a vision had been agreed upon an external marketing campaign, “Make Things Happen”
was launched. That logo appears at the top left hand side of their website. Then much research
was done including several surveys of current and former employees, structured interviews
with new employees, suggestion boxes were used to ask what makes Nedbank a great place to
work, telephone interviews with former employees were conducted to determine the actual
reasons for leaving and turnover data was analyzed.

Nedbank also participated in external surveys to see how their organization was perceived.
The research resulted in a nine-factor employee value proposition with one outstanding
element summarized as “Great things begin with great people.” The bank then created a
consistent message across the web and print materials. Then they conducted a “soft launch”
internally because they did not want to tell employees that the bank is a great place to work,
they wanted them to experience it. They began to communicate the employee value
proposition internally and to weave it into all communications. Only after the internal
message had been communicated did they take the message outside the organization.

Monitoring and evaluating the employee value proposition is an important component and
Nedbank proposes to do so through:

staff surveys,
interviews (new hire and exit interviews)
focus groups
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turnover analyses

participation in employer of choice research

continuous engagement with preferred supplier recruitment agencies.

engagement with graduates

The process is shown on the slide below:

Ly 4- Our Methodology

Research Understanding Understanding
the current the Nedbank
offering Brand

h 4 b 4 +
Internal External
T v Human Strategic &
Surveys Recruitment Resources Transformation
~— preferred v objectives
Employge supplier Corporate
8ugge§t|ons interviews social
New hire v Investment
interviews Graduate
v survey
Executive
interyiews ‘ il
¥ A

Integrate and formulate Employment Value Proposition (end 2005)

~3
| Employment Branding Strategy (2006) | Wi

In sum, to create a branding strategy employers must assess their current reputation, conduct
surveys and interviews to determine what workers want from their workplace including
examining outside surveys and trends on the workforce of the future and then develop a
written brand strategy that describes the strategy. The strategy must be communicated not just
by stating “Employer X is a great place to work” but by putting the strategy into action.

If the employer determines that a flexible workplace is desirable to attract and retain top
talent, then the employer should not only change their policies — if this is possible — but also
make sure that executives and managers implement the policy by allowing workers the
flexibility that is promised.

Similarly, if improving customer service is an important goal then communicating that to the
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public and following up with customer satisfaction surveys will be essential to the program’s
success. If the words are merely printed on paper and posted then the branding strategy will
be a failure.

1. Do you consider your organization to be an employer of choice? If so, what have you

done make your organization an employer of choice?

2. Does your organization have a branding strategy in place? If yes, what are the elements of
the strategy? If no, what are some of the barriers to creating a strategy and how might they
be overcome?

3.Is your organization experiencing any recruitment and retention challenges? If so, in what
occupations and what are you doing to address them?

4.Does your organization conduct employee satisfaction surveys? If so, what have been the
results and how have you addressed any concerns?

5. How does your organization deliver on the employment value proposition? How engaged
are your employees? How do you measure employee engagement?
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Public Service
as an Em pleyer of Chalce

IPMA-HR
Phuket, Thailand

Suvit Maesincee
Sasin Institute for Global Affairs

The New Frontier is not a set of promises. Itis a
set of challenges
John F. Kennedy

Challenges

Industrial Knowledge Based
Society Society

D d Compete for Compete for
eman Market Share Mindshare

Compete for Compete for
Physical Resources Talents
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Compete for Talents

Private Sector

Talents
Civil Society

Public Sector

Demand for Talent > Supply of Talent

The Importance of Talents

“As boomers retire, employers find they're

fishing for talent in a puddle instead of a pool”
Seattle Post Intelligencer

“Innovation and imagination give an economy or a
company that extra edge. Today, wealth is generated

by new ideas”
Goh Chok Tong, former prime minister of Singapore

“You have to have a talent for having talent”
Ruth Gordon, actress

The New Equation

Demand for Talent > Supply of Talent

. B

Employee Choice > Employer Choice
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Conventional Wisdom

W orking Environment

*« Work-Life balance
* Better working condition
e« Professionalism

* HRM System Necessary

but not sufficient
conditions

. to attract talent

Development Opportunity

Job content

Career path

Growth potential

Capacity building

The Reality Check

e Level of Significance

e Degree of Coherence

Decrease in Significance of the Public Sector

1) Decoupling the links between public, private and people sector

Country Country A B C
Public ’ . . ’ ’ '—>
People I | —>

. >
Private

v ¥ v
Vertical Tied Up Horizontal Tied Up

Result: Deemphasizing of the public sector
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Decrease in Significance of the Public Sector

2) Decentralization of power from the public sector
to the private and people sectors

Devolution '
Deregulation '

Liberalization '

Privatization |

Empowerment '

Result :down-sizing and down-scoping in the public sector

Decrease in Significance of the Public Sector

3) Reorientation of the Private Sector

Managementof
“Private Goods”

Economic

Managementof
“Public Goods”
Private

Managing the Public Goods

Corporate Corporate Global
Social Socia Corporate
Citizenship

Corporate
Responsibility "= iz o eiai= igsialie

Governance

Corporate-Centric Community-Centric Global-Centric
Conformance Conformance Conformance

Result :down-sizing and down-scoping in the public sector
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Division of Labor

Socialized Public
Activities . ¢ Sector

Commonized Civil
Activities Society

Privatized Private
Activities Sector

The New Division of Labor

Socialized Public

Activities ‘ D . Sector

Commonized Civil
Activities Society

N

Privatized Private
Activities Sector

Causes and Effects

Decentralization Deemphasizing'

Decrease in
Significance
of the
Public Sector

Decoupling Downsizing

Regrlentatlon Down-scoping
of Private Sector
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Decrease in Coherence

Perception Gap

Expectation G ap

Perception Gap

* Inefficiency

e Low service quality

e Lack of transparency

e Lack of accountability

e Low level of responsiveness
* No sense of ownership

Expectation Gap

Risk Neutral Risk Avert Horizontal Vertical

Flexibility Formality Result Based Rule Based

Empowerment Dispowerment Radical Incremental

Function Stability
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Causes and Effects

Perception Gap

Expectation Gap

Solution Set

'Significance

'Coherence

The Four Building Blocks

Significance

W orking
Environment

Institution
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Relevancy Vs. Commitment

- Significance = Coherence < Relevancy

_  Working Development
Environment Scheme

» Commitment

Institution Individual

The Outcome

Macro =Significance — Coherence = Relevancy

W orking Development

- . Commitment
Environment Scheme i

Micro
Institution Individual

Performance

The New Social Contract

New

Significance Coherence ;
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W orking Developmemt New Enabling New G rowth
Environment Scheme Environment Model
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“I will rather have one person working with me

than a hundred people working for me”

Henry Ford
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IPMA-HR

INTERNATIONAL PUBLIC MANAGEMENT
ASSOCIATION for HUMAN RESOURCES

REGISTRATION FORM

INTERNATIONAL SYMPOSIUM ON PUBLIC PERSONNEL MANAGEMENT
LE MERIDIEN PHUKET BEACH RESORT
Phuket, Thailand
May 4- May 7,2008

Name : Yea-Baang Hwang

Job Title : Administrative Deputy Minister

Agency : Ministry of Examination, Taiwan

Address : 1-1 Shinyuan Road, Wunshan District, Taipel, 11602, Taiwan,
Republic of China

Telephone : +886-(2)22363482

Fax : 02-22362529

E-mail : 0366@mail.moex.gov.tw

Spouse/Guest (if Registered ) : Ming-Hsiang Chien ( Guest )

Please return by April 1, 2008 to :
Neil E. Reichenberg
Executive Director
IPMA-HR
1617 Duke Street
Alexandria, VA 22314
703/549-7100 (phone ) -703/684-0948 (fax )

nreichenberg@ipma-hr.org (e-mail )
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Name : Yea-Baang Hwang
Job Title : Administrative Deputy Minister
Agency : Ministry of Examination, Taiwan

State briefly the role, purpose, and work of your agency :

The main responsibilities of the Ministry of Examination consist of administering
qualification testing for the licensing of professional and technical personnel in a
variety of areas, as well as testing and selection of public sector personnel. | am
currently engaged as an administrative deputy minister, responsible for assisting the
minister in policy planning and execution. This involves identifying ways in which
public sector agencies can become ideal employers and integrating testing and
selection within our agency to maximize our limited human resources in meeting the
recruitment demands of various public agencies.

Describe briefly your main areas of responsibility

Assisting the minister in handling overall Ministry affairs, and the direction and
oversight of personnel.

Name : Ming-Hsiang Chien
Job Title : Section Chief

Agency : Ministry of Examination, Taiwan
State briefly the role, purpose, and work of your agency :

| am currently engaged as a section chief, responsible for administering junior, senior,
and elementary examinations. This entails processing and review of application

materials, planning of examination procedures, and production of examination forms.

Describe briefly your main areas of responsibility

Senior, junior, and elementary level public sector personnel recruitment.
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