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FROM THE EDITOR

I

n this month’s issue of HR News magazine, you’ll find lots of
great information about this month’s focus: workforce and
succession planning and strategic planning.

suggests that a “strategic approach to workforce and succession
planning requires a change from a zero-sum to a non-zero-sum
orientation.”

In the first feature article, “Passing the Baton—Who Will Take It?”
(page six), authors Paula Singer, Ph.D., and Laura Francisco discuss
what’s really important about succession planning—development.

Calo writes, “Approaching HR strategically…is about integrating
and adapting all of the activities that affect the behavior of
employees in implementing the strategic needs of the business.”

“Effective succession planning requires that you put the plans in
place and then execute them diligently,” write Singer and Francisco.
“Get each successor the development opportunities and experiences
that he or she needs, and don’t stop at opportunities, either. You
have to be sure to provide the right support—external training, a
mentor, a coach—to be sure the successor is acquiring the skills to
succeed in the new role.”

Author Elizabeth Kellar talks about “Keeping a Strategic Focus in a
Tough Economy” in her article, which starts on page three.

In Dr. Thomas J. Calo’s article, “Workforce and Succession
Planning: No Longer a Zero-Sum Game” (page nine), Calo, who
defines a zero-sum game as “a situation in which one person’s gains
or losses are equally balanced by the gains and loses of others,”
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“As Kermit the Frog might say, ‘It’s not easy being a human
resources manager,’ but these days the importance of the human
resources perspective has never been more important,” Kellar writes.
Kellar concludes, “Human resources can bring the facts, figures,
demographics, and people skills to the table to make the case for a
more strategic approach to workforce planning. With the right
people, almost anything is possible.”
Also this month, don’t miss William Wilder’s and Dr. Howard
Risher’s Managing People in Tough Times column, “Succession
Planning: It Should and Can Be Done” (page 18), in which Wilder
and Risher offer advice to make sure succession planning doesn’t fail.
And, be sure to read Bob Lavigna’s From Research to Practice column,
“Expanding Workplace Flexibility; If Not Now, When?” (page 27).
In it, Lavigna discusses the importance of telecommuting. The
Partnership for Public Service’s report, On Demand Government –
Deploying Flexibilities to Ensure Service Continuity, which was
released in July 2010, “outlines a flexible work arrangements
maturity model that addresses barriers to expanded use of flexible
work arrangements and guides agencies through the stages of
flexibility implementation,” Lavigna writes.
Also in this issue, read about the recipients of the IPMA-HR
Graduate Study Fellowship and IPMA-HR Scholarship (page 17)
and about the Government Employees MarketPlace (page 15).
IPMA-HR is a national sponsor of the Government Employees
MarketPlace, which was created so that state, local, federal, military
and nonprofit employees could easily access discounts for personal
use while saving time in the process.
You’ll read about all this and more inside this month’s issue of HR
News magazine. We hope you enjoy it. —N
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Why a lot of unions are voting
for the AAA for their elections services.

Why has the labor-management community overwhelmingly and consistently chosen to
conduct elections through the American Arbitration Association®? Labor and management
groups know that the AAA’s reputation for neutrality and impartiality is unmatched. From
the preparation and management of ballots or simple counts to the most heated contests,
the AAA® is uniquely qualified to provide elections services that are reliable and fair. And
the AAA offers a variety of ways for clients to conduct elections, including traditional mail
ballots, touch-screen voting, telephone voting and Internet voting. No matter which method
of casting votes is chosen, each group’s interests are equitably protected and the democratic
rights of all participants are fairly and fully preserved.
For more information, contact the AAA Elections Department at 1-800-529-5218, or visit
www.adr.org/elections.
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Passing the Baton—
Who Will Take It?
By Paula Singer, Ph.D., and Laura Francisco

T

oo often, succession planning efforts focus only on the
process: the presentations, forms, charts, and checklists.
Though these are all important, remember that they are
only precursors to what succession planning is really
about: development. Effective succession planning requires that
you put the plans in place and then execute them diligently. Get
each successor the development opportunities and experiences that
he or she needs, and don’t stop at opportunities, either. You have to
be sure to provide the right support—external training, a mentor, a
coach—to be sure the successor is acquiring the skills to succeed in
the new role.

| 6 | SEPTEMBER 2010

Succession Planning is Just Filling
Vacancies, Right?
Wrong! According to author William Rothwell’s book Effective
Succession Planning (© 2001, AMACOM), comprehensive succession management must integrate talent management with organizational strategic planning. It must anticipate change, not just serve as
“replacement planning,” or even filling positions as they become
empty. Government must focus on a strategy that places the right
people in the right place at the right times to do the right things—the
work you need to be accomplished to achieve your strategic goals.
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Census and other demographics data tell us there are 83 million
baby boomers in America today, representing a huge increase in the
55-and-older population. There will be more than 90 million in this
same group by 2025. Who will fill the gaps when these employees
leave the workforce? Maybe not who you think. In this same timeframe, demographics show that the 35- to -44-year-old group
(probably who you are thinking of as your leadership pool) will
decline by 15 percent, and 64 million people (40 percent of the
workforce) will be eligible for retirement. Governments must accelerate their planning and consideration of how they will deal with
this reality.

hire, train, and prepare a new employee, combined with the lost
productivity and possibly the acting pay you must pay when the
person leaves) can add up to one-and-a-half to two times the actual
salary and benefits costs of the original position. Succession planning
can help you avoid that loss of knowledge, not to mention the gaps
when work is not done and priorities are not met.

According to an HR director in a public sector organization in
Washington state, “Tumbleweeds will be blowing through this place
if we don’t do something!” In another public sector organization
we’ve worked with (a Maryland organization with 210 employees),
retirements are increasing, with 11 staff members retiring by the end
of this fiscal year and an additional 59 staff currently eligible for full
retirement.

!

Commitment from top management

!

A vision of where your agency/organization is heading and what
it will need to make it happen

!

An accurate understanding of the existing workforce

!

Objectivity (about employees and positions)

!

An open mind, including the ability to find hidden talents

!

A solid plan and strong organization structure

!

Manager ownership (not just HR)

!

Well-coordinated training and development program

!

Ongoing attention

“The time to repair the roof is when the sun is shining”
— John F. Kennedy
Succession planning is not a last minute effort. What does turnover
look like at your organization? When you have a job vacancy
!

Is your staff ready and willing to apply for promotion?

!

Do you have to go outside to fill leadership positions? What is
the cost to your agency/organization?

!

Does it take too long to fill positions?

!

Do managers and staff complain that decisions about promotions
or transfers are made on criteria other than best qualifications?

!

Is critical turnover high?

!

Are key positions filled, but with less than full confidence?

!

What percentage of your leaders would be selected if they were
applying today for their current positions?

!

Does your organization have the bench strength to staff its
strategic and other plans for the changes that will come in the
next five to 10 years?

!

How long would it take to replace a key member of your workforce who resigned, retired or died?

Succession planning provides an ongoing source of in-house replacements and helps you retain key talent. It helps you prepare individual
employees for future challenges and accelerates their development by
providing challenging, growth-oriented and rewarding career opportunities. It also provides for critical and timely knowledge transfer.
We all know the void of institutional knowledge left in the wake of
the sudden retirement or untimely departure of a key staff person.
Succession planning helps you avoid lost productivity by addressing
the new person’s learning curve prior to the vacancy. Finally, it can
help you control costs, as developing internal talent is far less expensive than hiring, training, orienting and educating from the outside.
It’s common knowledge that vacancy costs (the dollars necessary to
WWW.IPMA-HR.ORG

So What Does it Take?
Succession planning requires the following ingredients for success:

Following is a brief outline of a process to follow when developing
an effective succession planning effort.
First, review your strategy. What needs are you trying to meet? The
challenge is responding to these needs with the staff you have now,
can develop, or can acquire. What is your “best guess” of how the
agency or organization will be functioning in one to five years, based
on strategic or other planning? Describe the organization’s situation,
structure, budget situation, demographics, citizen needs, technology,
etc.
Next, identify your critical positions. Do you have any positions
that would stop a critical task from occurring if the incumbent were
to leave? Would the government suffer in the absence of this function? Think about the organization’s leadership positions, including
executives, department heads and assistant department heads.
Depending on the size of the organization, consider taking the
analysis of leadership positions further. For each leadership/management position, ask: “What does this function uniquely contribute to
the government’s current mission? If the job were vacant, would the
function still operate effectively and efficiently?” If the answer to the
first question is yes (in terms of outcomes tied to the organization’s
strategic plan), then you are looking at a key position.
Don’t forget about future projects. These positions would be based
on where your government or agency is heading in the future from a
strategic standpoint. It may include a director of diversity where one
does not exist or a coordinator of innovation or strategic initiatives
when such a focus is desired.
Consider the potential consequences and/or uproar from a vacancy.
Are there any positions where upheaval would occur or would consequences (decisions not made, citizen complaints not satisfied, servCONTINUED ON PAGE 8
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CONTINUED FROM PAGE 7

ices not running, computers not started, equipment/supplies not
ordered) be severe if the position were vacant? What other mission
critical positions exist in your organization? How difficult would it
be to fill these positions? These are other potentially key positions.
As you go through this process, you will also need to think about
this: Who are the key people we want to develop and nurture for the
future? Why was each mentioned? Do the high-potential employees in
your department believe they have a career path? What do you and
they see as their future here?
Remember that different individuals with different skills, experiences, and goals may want their careers to take different paths. It
may be typical for an assistant department head in the public works
department to come from the ranks of civil engineers, but that
doesn’t mean that every engineer wants to (or should) become a
department head—nor does it mean that a great communications
director can’t come from the ranks of IT or the parks and recreation
department or from some other unexpected place. Career paths can
and should be individualized rather than prescribed.
Define the competencies (clusters of behavior, knowledge, technical
skills and motivations) important to job success that are necessary
for each key position identified. Competencies must be clearly
defined, reflect your organization’s values and be linked to the
strategic plan and goals. They must also be linked into your
performance management plan and, again, clearly defined, so that
they can be understood and assessed and show employees how their
jobs support the organization’s goals. This process will also help you
target your training needs.

Now that You Have a Plan in
Place…
…You will need to identify short- and long-term vacancies. For each
position, ask the following questions:
!

Who’s in the position now? When might they leave?

!

What are the career goals of this person?

!

Is anyone ready to fill the position?

!

Is the work critical? (see above)

!

Could the job be split? Outsourced?

As you begin to identify talent for these vacancies, have your supervisors and managers rate employees (either all in their department or
those identified to be high potential) against various factors leading
to success at your organization, including the skills, values, competencies and abilities that are felt to be correlated with future success
at the next level of responsibility. These can include integrity,
customer service orientation, communication, teamwork, visionary
leadership and other items of focus in your organization. Then evaluate the development needed to get these people to that point. The
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real job then becomes filling in gaps to get potential candidates from
point A to B.
When creating development plans, remember that there are various
components that foster successful career growth. It’s not all classroom learning. In fact, 70 percent of development should be experiential, allowing the person to participate in stretch assignments, job
shadowing, job rotation or swaps, on-the-job training, serving on
task forces, or action learning. Relationship-based learning, such as
mentoring, coaching and feedback should also be included in addition to traditional classroom or distance-learning and self-directed
learning and research. Activities away from work, such as volunteer
work, community service and participation in professional organizations is also important for development.
As you develop and implement your succession management plans,
make sure to periodically evaluate and update as necessary to meet
your agency’s needs. Common mistakes in succession planning
include the obvious (not enough communication) and not-so-obvious (considering only upward succession). Don’t get sucked into the
“we’re a government—we can’t do this mindset,” and don’t expect
employees to self-identify as leadership candidates. You will need to
be realistic in what classifications for which you are willing to fund
development and change and learn not to rely on recruitment as the
answer to filling all vacancies. Having strong employee development
and testing programs to develop skills and truly evaluate who actually has cultivated them is critical, as is showing care for employees’
development and respecting the earned knowledge of those who are
close to retirement.
As with all important initiatives, management support is paramount.
With a well thought out and rich succession management plan, not
only can you find your way through the impending retirement of the
baby boomer generation, but you can successfully guide your organization to a new generation of leadership.

Laura Francisco is a senior consultant with The Singer Group. She
helps governments, libraries and other organizations figure out their
compensation and classification issues, and then helps them explain
it all to employees. Francisco can be reached by e-mail at LFrancisco@singergrp.com.
Paula Singer, Ph.D., is the president and owner of The Singer Group.
Singer believes HR should take a strategic seat at the grownups’
table in governments, libraries and other organizations and she has
written several books to back that up. Singer can be reached by email at pmsinger@singergrp.com.
To subscribe to The Singer Group’s monthly e-newsletter targeted to
government, visit their Web site at www.singergrp.com. —N
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WORKFORCE AND
SUCCESSION PLANNING:

No Longer a
Zero-Sum
Game
By Dr. Thomas J. Calo, IPMA-CP

A

s we march toward an increasingly diverse workforce, a
growing area of focus is on what has been described as the
“multigenerational workforce”—a perhaps more agreeable
term to many than the more common term of “the aging
workforce.” This term—the multigenerational workforce—is actually
a more appropriate description of the diverse area of differing generations in the workforce, for it acknowledges the presence of multiple
generations with their vastly different values and perspectives that
now compose our workforce.

The Baby Boom Generation
A major focus of this trend has been on the demographic shift that
has occurred in all mature and prosperous economies, with their large
cohort of baby boomer generation workers who will be transitioning
into retirement over the next 10 years and beyond. A related concern
is the reality that the generation to follow is vastly smaller in size. As
noted by Sylvia Hewlett, Laura Sherbin and Karen Sumberg in their
July-August 2009 Harvard Business Review article, “How Gen Y &
Boomers Will Reshape Your Agenda,” the baby boomers (19461964) and Generation Y (born after 1981) are both roughly double
the size of Generation X (1965-1980), which is positioned between
the two, and which will provide the organizational successorship to
the retiring baby boomers. K. Dychtwald, T.J. Erikson & R. Morison
further note in their 2006 book, Workforce Crisis (Boston: Harvard
Business School Press), that the fastest growing segment of the U.S.
workforce is individuals older than 55 years, whereas the proportion
of workers between 35 and 44 years of age is declining.
There are few trends confronting HR that are as certain yet uncontrollable as these demographic shifts in the workforce. What is less
certain, though to some extent is controllable, is the impact of this
WWW.IPMA-HR.ORG

trend and the appropriate organizational response. The literature as
well as HR practitioners have been stuck in a debate over two
contrasting perspectives on the appropriate response to this trend.
There is the alarmist mode that predicts dire consequences for organizations as boomers exit the workforce for pensions, Social Security
and leisure. A more contrarian view stresses a wait-and-see approach
that questions a massive exodus of boomers from the workforce.
Reality likely resides somewhere in the middle, and will also vary by
the unique aspects of each organization.
The more fundamental issue, however, is that many HR professionals
and departments are unprepared and unqualified to confront the
challenges of an aging workforce. While perhaps uncomfortable for
many to acknowledge, there are some reasons that may help to
explain why so many HR professionals are unprepared in this
required area of HR competence. A rational, realistic and honest
assessment of the experiences of many HR professionals may offer an
explanation for the lack of experience and preparedness of HR
professionals to confront the challenges posed by the baby boom
generation.

The Diversity Challenge of Age
The much quoted Workforce 2000 study in 1987 by W. Johnston
and A. Packer of the Hudson Institute alerted HR professionals and
organizations to workforce changes that have essentially materialized,
such as the slowing rate of growth of new entrants into the workforce
and the increasing racial and ethnic diversity. This and related studies
forever demonstrated the importance of demographics to HR, and
Johnston and Packer have also been credited with helping to usher in
CONTINUED ON PAGE 10
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CONTINUED FROM PAGE 9

the organizational focus on diversity.
While organizations proactively addressed the need to prepare for the
increase of women, minorities and immigrants into their workforce,
the focus on the aging of the workforce, even though predicted as
well in these studies, was not met with the same emphasis and
commitment. Perhaps this should not be so surprising, since the
effects of workforce aging had not at the time begun to impact
organizations as directly and immediately as these other aspects of
workforce changes.
Moreover, unlike many other aspects of workforce diversity, the
primary challenges associated with aging are not perceived to be as
compliance focused as the potential risks associated with the hiring
and promotion of disabled, female and minority workers. A compliance focus is significantly different, and requires different skills and
experiences, than a knowledge-transfer and succession planning
orientation. It is incumbent upon organizations, however, to now
confront the age-related changes to the workforce with the same
degree of urgency as with other aspects of diversity.
Many HR professionals became skilled at downsizing and position
elimination in response to the workforce and economic realities of
the mid-1980s to the early 1990s. However, many were unprepared
and unskilled for the economic boom and “War for Talent” that
followed, with its opposite focus on growing the workforce in a
highly competitive recruitment environment.
Similarly, for HR professionals who have become skilled at addressing the realities of affirmative action and diversity compliance, many
lack the skills and experience to strategically focus on confronting the
loss of valued knowledge workers and preparing their organization
for a significant transition of leadership. In addition, the rapid expansion in the number of HR professionals who are working in organizations has recently brought many new entrants into the profession
who have “grown up” in a compliance-focused HR environment.

A Zero-Sum Approach to
Succession Planning
For many in the HR profession, traditional workforce and succession
planning has been approached as though it were a zero-sum game. A
zero-sum game describes a situation in which one person’s gains or
losses are equally balanced by the gains or losses of others. If the gains
are added up and the losses subtracted, the sum is zero, such that for
someone to win, someone else must lose. In contrast, non-zero-sum
situations can result in gains greater than zero, such that someone’s
gain does not have to be offset by another’s loss.
Operating under a zero-sum orientation would mean, for example,
that to create a promotional opportunity for a younger worker, or to
increase diversity in more senior positions, would necessitate removing an older worker from their position. In reality, many organizations did actively seek to facilitate the retirement of older workers
through such means as downsizing, early retirement incentives, and
reducing their investment in older members of their workforce with a
| 10 | SEPTEMBER 2010
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primary objective of “creating” a vacancy from the ranks of older
workers.

Strategic Workforce and
Succession Planning
A strategic approach to workforce and succession planning requires a
change from a zero-sum to a non-zero-sum orientation. Approaching
HR strategically, according to Randall Schuler, in a summer 1992
article in Organizational Dynamics called “Strategic Human
Resources Management: Linking the People with the Strategic needs
of the Business,” is about integrating and adapting all of the activities
that affect the behavior of employees in implementing the strategic
needs of the business.
When focusing specifically on workforce and succession planning,
Joan Pynes, in her winter 2004 article in Public Personnel Management, “The Implementation of Workforce and Succession Planning
in the Public Sector,” says we must first analyze and identify the need
for as well as the availability of an organization’s human resources to
meet the objectives of the organization.
HR professionals continually emphasize the importance and desirability of having that so-called “seat at the table” and of being “strategic partners” with senior management. As Keith Hammonds notes in
his tongue-in-cheek critique of HR, “Why we hate HR,” which was
published in the August 2005 issue of Fast Company, most HR
professionals are neither strategic nor leaders, and for many organizations HR is seen, at best, as a necessary evil. While claiming that HR
has great potential for an organization, it is the function that most
consistently under-delivers. To gain credibility, as well as to make a
positive contribution to their organizations, HR must become more
strategically focused.
Approaching succession planning from a strategic HR perspective is
more than a passive process of simply waiting for critical positions to
become vacant. Rather, it is a proactive process that can be accomplished only from an assessment of current workforce demographics,
a forecast of identified future needed competencies and vacancies, and
a plan for developing those needed competencies for the current and
projected work environment. Consequently, HR must go far beyond
simply anticipating (or worse, facilitating) the retirement of baby
boomers, but must utilize the baby boom cohort in the strategic
workforce planning process.
There are two primary roles that baby boomers can play in this strategic succession planning process. The first role, which is often overlooked, is to acknowledge that many of the workforce resources
needed may be met by members of this cohort (the future does not
belong only to the younger members of the workforce).
All members of the baby boom cohort cannot be painted with the
same brush. No more should we assume that all older workers are
invaluable and need to be retained than we should assume that they
all are unnecessarily expensive workers who are simply waiting
around for pension and Social Security eligibility.
The other prospective role for boomers, which is often cited, is in
contributing to the development of the next generation of organizational leaders. The so-called “brain drain” is a real risk to organizaHR NEWS MAGAZINE
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tions. In our increasing knowledge economy, much if not most
knowledge resides within the skills and experiences of individuals. As
E.F. Cabrera and A. Cabrera point out in their 2005 article, “Fostering knowledge sharing through people management practices,”
which was published in International Journal of Human Resource
Management, unless the knowledge which is held by individuals is
leveraged by passing it onto others, it is at risk of being lost when the
knowledge worker leaves the organization, and once lost, it can never
be fully recovered. As Brad Kamph said in the Fall 2006 issue of
Management Quarterly (“The Cost of Knowledge: Why Business as
Usual Costs Millions,” page 14), “the cost of knowledge should
always be considered within the context of the entire workforce
supply chain instead of focusing on the narrow issue of an aging
workforce.”

Creating a Multigenerational Culture
How, then, should HR proceed with a strategic focus on workforce
and succession planning in the era of an aging workforce? The first
and most essential step is to recognize that what is required is not
merely a change in policies and practices, but a more fundamental
change in organizational culture.
As with the related issue of diversity, HR ultimately recognized that
the challenge was greater than a matter of only hiring and promoting
females and minorities. The entire culture and working environment
of the organization had to change to create the needed welcoming
and supportive environment for the growing diversity of the workforce. This resulted in a comprehensive approach that included policy
changes, diversity training programs, cultural awareness activities, and
related strategies. As noted previously, a beginning point is to reframe
the issue from merely a challenge of an aging workforce to a challenge of a multigenerational workforce.
As noted in the previously cited Harvard Business Review article,
“How Gen Y & Boomers Will Reshape Your Agenda,” the value
differences between Gen X and Y are as vast as the value differences
between Gen X and boomers.
Martha Crumpacker and Jill Crumpacker, in their winter 2007 Public
Personnel Management article, “Succession Planning and Generational
Stereotypes: Should HR Consider Age-Based Values a Relevant
Factor or a Passing Fad?” support the importance of addressing the
value and attitude differences between generations that affect the
dynamics of the workplace. They suggest that any succession planning activities will inevitably include two or more generations.
Therefore, it is incumbent upon HR to determine which aspects of
corporate culture need to be retained, and which aspects need to
adapt and change in order to support the achievement of the organization’s goals. These needed cultural changes may be especially difficult for the public sector, as it may clash with many prevailing
practices. Change may be required, for instance, to time-honored
traditions such as the assumption that job vacancies are to be filled
from the ranks of existing employees, the assumed “entitlement” to
promotional opportunities based upon long and loyal service, and
traditional compensation and retirement plans that reward longevity.
There are multiple ways to address organizational culture change
related to the multigenerational workforce. While there will be
WWW.IPMA-HR.ORG
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unique organization-specific changes, there are three critical areas
that will require attention by all organizations related to talent
management, compensation and benefit plan design and administration, and job design.

Talent Management
Organizations have been pressuring HR perpetually to drive down
the escalating cost of workers. HR has responded with such nowwell established trends of outsourcing work as well as increasing the
number of part-time and contingent workers. These, however, are
simplistic efforts that ignore underlying realities. With the increasing
complexity of jobs and the simple realities of supply and demand, if
skilled workers leave the workplace and talent needs are outsourced,
organizations will have much less collective experience and competence.
The paradox, as unwelcomed a message as it may be, is that many
organizations have been cutting back on their investment in their
workforce at a time when they need to be accelerating such investment. While the supply chain may be cost effective under a just-intime philosophy, there does not seem to be any wisdom in assuming
there is a just-in-time approach to talent management. HR needs to
be proactive in convincing management of the need for increased
investment in its workforce, including continued investment in older
workers.

Compensation and Benefit
Plan Design
Compensation and benefit plans are intended to influence behavior.
Based upon the design and administration of these plans, organizations are attempting to encourage some behaviors but discourage
others. As “controlling” as it may seem, this reality must be acknowledged. No organization would introduce an incentive compensation
plan that increases compensation expenses unless it was attempting
to motivate focused behavior and improved performance outcomes.
The same is true of benefit and retirement plans. When initially
designed and implemented on a large scale, defined benefit pension
plans adapted to organizational life at a time when it was in the best
interests of both workers and organizations to have workers dedicated to the same organization for their entire work life.
Consequently, such plans were intended to motivate and reward long
service. Incentives to retire were not needed, as workers could be
forced to retire at a certain age, and, moreover, when workers did
retire, there was more than an ample supply of ready and willing baby
boomers in waiting to assume their place. With the exception of the
public sector, this retirement model has begun to disappear, though
all compensation and benefit plans should be reevaluated to address
the realities of the current and projected workforce.

CONTINUED ON PAGE 40
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Keeping a Strategic
Focus in a Tough
Economy
By Elizabeth Kellar

A

s Kermit the Frog might say, “It’s not easy being a human
resources manager,” but these days the importance of
the human resources perspective has never been more
important.

Economic realities are consuming much of the time and attention of
human resource managers—most states and localities have had to
impose hiring freezes (65 percent), pay freezes (62 percent), layoffs
(40 percent), or furloughs (30 percent), according to a survey
conducted by the Center for State and Local Excellence (“The Great
Recession and the State and Local Government Workforce”) late last
year with IPMA-HR and the National Association of State Personnel Executives (NASPE).
At the same time, human resources managers know that state and
local government employees are typically five to seven years older and
more educated than their private sector counterparts. Although some
older employees are working longer because of the economic downturn, others are retiring earlier than expected. In the state of Washington, 32 percent of the workforce will be eligible to retire in the
next five years.
Some states have experienced a wave of retirements as furloughs and
salary freezes affect personal financial planning decisions. In California, for example, state retirements rose 18 percent in 2009 compared
to 2008. Despite the looming talent crisis, some governments have
offered early retirement incentives to eligible employees. This may
only add to the long-term human resources and fiscal challenges.
There are widespread misunderstandings about the complexity of the
work that state and local governments perform. More than twothirds of local government employees require some formal training or
education to carry out their jobs, compared with one-third of private
sector employees. And yet, contrary to some media reports, local and
state employees are compensated less generously than their private
sector counterparts, particularly those working in jobs that require
substantial education and experience.
In the April 2010 research study, “Out of Balance,” published by the
Center for State and Local Government Excellence and the National
Institute on Retirement Security, University of Wisconsin Professors
| 12 | SEPTEMBER 2010

Keith A. Bender and John S. Heywood analyzed data from the U.S.
Bureau of Labor Statistics to compare worker earnings across and
between private, state and local sectors. They examined similar positions in the public and private sectors so that pay for junior accountants in the public and private sectors was compared, for example.
Even after accounting for benefits, more generous in the public sector,
the researchers found that compensation is 6.8 percent lower for state
employees and 7.4 percent lower for local workers, compared with
comparable private sector employees.
Although retirement benefits have long given state and local governments something of an edge in recruiting for certain jobs, that may
change, too. Because of the decline in the value of equities related to
the economic downturn of 2008, unfunded pension liabilities have
grown. Human resource managers will need to keep a close eye on
the strategies that are considered to address unfunded pension and
retiree health liabilities.

Does Your Government
Have a Plan?
If you haven’t taken a close look at the demographics of your organization lately, now would be a good time to refresh your plan. Ten
years ago, Plano City Manager Thomas Muehlenbeck attended the
Texas City Management Association Conference and noticed that
more than half of the attendees raised their hands when asked if they
were eligible to retire. And almost all of them indicated that they
planned to retire in the next five years.
That was a sobering moment for Muehlenbeck. He returned to Plano
to see if the demographics in Plano were similar; they were. And it
wasn’t long before the city manager and the human resources director,
Lashon Ross, sat down to create the management preparation (MP3)
program to groom the next generation of leadership for the city
government.
Of the 46 participants who have participated in the leadership development program over the last eight years, only two have left Plano
HR NEWS MAGAZINE
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management thinking. Each month, employees choose a book and
get paid time off to meet at a coffee shop to discuss it.

Matching Strategies with a
Talent Plan
Government executives who have effective strategic plans recognize
that workforce planning is essential to achieving organizational goals
and objectives. But some managers may be so consumed by the
budget crisis that they need a nudge—and solid data—from their
human resources manager to look beyond today’s crisis environment.
Human resources managers may sometimes hold back when politicians and executives press their teams for quick decisions to balance
budgets. But if the HR voice is too quiet, the organization may wake
up with unhappy surprises down the road.

city government. Graduates have been promoted to many jobs,
including deputy city manager, assistant city manager, library director,
public information director, director of parks and recreation, and
finance director.
In a time of fiscal constraints, has the Plano City Council been
supportive of this leadership development initiative? One example
Muehlenbeck gives is how well received the annual class projects are.
After a recent class project recommended that the city establish a
department of sustainability, the Plano City Council was “ecstatic”
about the analysis and recommendation. They later approved the new
sustainability department.

Growing Your Own Talent
West Des Moines, Iowa, is another local government that is looking
ahead. Jeff Pomeranz, city manager, said that retirement eligible
employees are staying on the job longer due to the economic downturn. But the city recognizes that picture will change sooner rather
than later. West Des Moines has a quality process that gives employees substantial opportunities to engage in citywide teams. One quality
process team determined that more attention should be given to
organization needs. As a result, a succession planning team was established that identified a need to develop future leaders.
When asked how the city has been able to focus on staff development
during a time of fiscal constraints, Pomeranz said that so far the
cutbacks have been manageable. He noted that the city had shifted its
strategy to develop more of its own talent and to rely less on outside
consultants. For example, the city used to pay consultants to facilitate
quality circles and other leadership functions. Des Moines staff has
now been trained as facilitators so they can lead quality initiatives on
their own.

After the nation recovered from the recession of the 1980s, many
governments looked around to see where the talent was that they
needed. In many cases, the leadership pipeline was almost empty and
it took some time before organizations could rebuild.
Finding, developing and retaining talent is one of the most valuable
contributions that human resources managers can make to their
organizations. Will your organization be able to compete effectively
to attract and retain the next generation? Do you know what benefits
are important to younger workers? Do you know how well your existing employees match up with the competencies your organization
needs now and in the future? Have you considered ways to promote
more flexible workplace practices so that retirees and others can help
fill gaps?
Human resources can bring the facts, figures, demographics, and
people skills to the table to make the case for a more strategic
approach to workforce planning. With the right people, almost
anything is possible.

Elizabeth Kellar is the president and chief executive officer of the
Center for State and Local Government Excellence. The Center
promotes excellence in public service so that local and state governments can attract and retain the talent they need. It identifies promising practices and publishes research on pension and retirement
plans, health care, demographics, and workforce issues. —N

Similarly, the city’s sustainability team received a grant to get started
on its sustainability goals and hired outside experts for advice. Now
employees have taken over the project.
The city also has retained its popular book of the month club, a cost
effective way to bring employees together to talk about the latest
WWW.IPMA-HR.ORG
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Online MarketPlace Benefits
Government Employees
By Jake Bayham

G

overnment and nonprofit sector employees now have a new
reward for their hard work. Employees of these public sector
agencies are eligible to receive added benefits through a new
program created specifically for them: the Government Employees
MarketPlace.

First Online Shopping Portal for
Government Employees
The Government Employees MarketPlace, of which IPMA-HR is
a national sponsor, was created so that state, local, federal, military
and nonprofit employees could easily access discounts for personal
use while saving time in the process.
This online shopping portal boasts member savings and discounts
on thousands of products and services with no fee to join and free
access to its exclusive deals. The site, www.govmarket.org, is receiving accolades from its more than 2,000 members based on the
discount benefits and ease of use.
“We would hear all the time about discounts available to government sector employees, but they were difficult to find. That is why
we created the MarketPlace, a sort of clearinghouse, to provide
employees with easy access to this information on one site,” said
Michael Chin, a program manager with Government Employees
MarketPlace.
The program, Chin believes, is the first of its kind on the Web to
identify key discounts exclusively for public sector employees.
Companies featured on the site include Dell, Hertz, Office Depot,
Sprint, Federal Express, Tech Depot, and VPI Pet Insurance.
Discounts range from five to 15 percent among the more than
3,000 discounts offered by more than 1,000 merchants. As much as
$3,000 a year can be saved by adding up the deals offered by these
and other brand names.
Another key feature of the program is local access—providing
members with information on local gas prices, dining and grocery
deals, as well as functions such as a travel search and a babysitter
finder. Local access also allows users to refer local providers and
manufacturers to the site for featured discounts they offer locally to
government employees or the public at large.
“The Government Employees MarketPlace is for the people who
do the work at the public agencies,” explained Steve Swendiman,
managing director of the Financial Services Center at the National
Association of Counties (NACo). Swendiman is an advocate for
this entrepreneurial effort to aggregate employee discounts
“…without having to charge them for the service.”

Benefits of the MarketPlace
This new employee shopping portal is equipped with advanced
search and categorization tools to provide time savings on top of

WWW.IPMA-HR.ORG

the thousands of exclusive promotions and seasonal discounts
available. Employees are also able to feel safe using the site with
GlobalSign and encrypted security software.
“This MarketPlace is about letting employees make their own decisions. The purpose is not to up-sell, but to provide access to these
discounts,” Swendiman said. “It is free, self-directed, and reliable. It
offers better deals, comparative pricing, thousands of supplies, no
obligations, and there is even access to eBay and Amazon.com
through the site.”
Chin added that the site was built to be user-friendly to ensure
members have a positive experience when navigating through its
pages.

Becoming a Member
The Government Employees MarketPlace is easily accessible to
government and nonprofit employees through minimal registration
and log in requirements. Employees can explore the program
through the registration process and unlike other buying sites,
personal information is not required.
To register, employees simply enter their name, e-mail and zip code,
and select which type of organization they belong to in order to gain
access to the site. As part of the registration process, employees also
have the option to sign up for feeds to receive e-mail updates on new
products, brands and promotions being offered.

A MarketPlace of the Future
Chin explained that one of his objectives is to get the message out to
public sector employees that this site exists so they go online and visit
the MarketPlace. With 12 million public employees across the
United States, the site has great potential for growth.
Deals from major companies such as Dell are offering seven percent
off laptops, desktops and electronics and accessories with limited
time discounts such as an additional five percent off. Communications provider T-Mobile will help keep the cost of phone bills down
with 15 percent off monthly bills. In the near future, the MarketPlace is looking to offer even more deals with major Fortune 500
companies.
To visit the MarketPlace, go to: www.govmarket.org, or e-mail
info@govmarket.org for more information.
Jake Bayham is a program manager for the Government Employees
MarketPlace. He can be reached by e-mail at jbayham@govmarket.org.
—N
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Recipients of IPMA-HR Graduate Study
Fellowship, Scholarship Named
E

very year, IPMA-HR provides graduate
fellowships to members seeking graduate
degrees and college scholarships to the children
of members seeking undergraduate degrees. This
year, two members of IPMA-HR—Dwight
Baker, IPMA-CP, the director of human
resources and risk management for the city of
College Park, Ga., and Sonja Stanchina,
IPMA-CP, human resources officer II with the
East Bay Regional Park District in Oakland,
Calif.—were selected to receive IPMA-HR
Graduate Study Fellowships. Julia Kopcienski,
the daughter of IPMA-HR member Rebecca
Kopcienski, and Lauren Siever, the daughter of
IPMA-HR member Laurie Siever, were selected
to receive IPMA-HR Scholarships.
Baker, who is studying to earn a master’s degree
in human resource management, has worked in
human resources for 16 years and in public sector
human resources for nine. He has been a
member of IPMA-HR for nearly three years. He
said, “I believe that there is something bigger and
better out there than me and I’m stepping into
that, and through that knowledge I am making a
difference in the world, because of the knowledge I obtain.”
Baker said he didn’t know exactly where his
education would lead him, but, he said, “I do
know I am on the right road.”

Baker has served as treasurer, president and pastpresident of the Georgia Chapter of IPMA-HR,
and is a member of the IPMA-HR Fellowship
Committee. When asked how he felt about
continuing his education, he said, “I really think I
should go for it and not let any situation stop me.
I will use my faith, lean on my family, whatever
support system I have, and go for the goal. I will
not stop and I will not give up.”

“I am interested in earning my MBA in human resources management because I am committed to making my life’s work meaningful
by way of the true contribution to our field,” Stanchina said. “This
pursuit will require continual learning, so I seek the graduate level of
knowledge and accomplishment.”

Dwight Baker, IPMA-CP

Kopscienski hasn’t decided on a specific career path, and hasn’t yet
determined what she’ll major in at Loyola, but, she said, whatever she
decides, she anticipates going beyond a bachelor’s degree.
Sonja Stanchina, IPMA-CP

“I plan to obtain either a juris doctorate degree or a doctorate degree in
psychology,” Kopcienski wrote. “Ideally, I’d like to combine these two
areas of interest into one career. Either way, I know that the pursuit of
these academic areas will open many doors for me, and I’m excited to
begin my college education…at Loyola University of Chicago.”
Siever is a freshman this year at the University of St. Thomas in St.
Paul, Minn. Her expected graduation date is June 2014.

Julia Kopcienski

Lauren Siever

Stanchina, a board member of the Northern California Chapter of
IPMA-HR (NCCIPMA-HR) who was recently reelected to
another two-year term as the chapter’s treasurer, is working toward an
MBA in human resource management. She said, “I am blessed to
have had the opportunities to train and work in this most exciting
field of public service. Taking full advantage of the available professional development resources from IPMA-HR at all levels has
enriched my knowledge, skills and abilities and I look forward to
continuing this learning journey during the next 15 years of work
ahead of me.”
Stanchina plans to seek a human resources director position within
the next two years, where she can “apply what I am learning and
serve in a higher leadership capacity,” she said.

WWW.IPMA-HR.ORG

Kopcienski is a freshman this year at Loyola University of Chicago,
and expects to graduate in 2014. In her personal essay, which she
submitted in March to IPMA-HR, she wrote, “I have always known
I would go to college, because I understand additional education is
necessary for me to develop the critical thinking and problem solving
skills I’ll need to do important work in my life.”

“I love working with people, and therefore I want to explore what
major is best for me; public relations, marketing, advertising and/or
business,” Siever wrote in her essay, which she submitted to IPMAHR this past spring. “The business courses I took in high school
were very interesting. I want to be involved with business; however, I
do not want to sit behind a desk all day. I want to find a job where I
interact with people and feel a sense of accomplishment. Whether it
is working on communications for a public relations firm or working
with people to achieve their goals in life, I want to be involved!”
IPMA-HR provides up to $2,000 per year to two individuals pursuing a J.D. or master’s degree in public administration, business
administration or a related field from an accredited post-graduate
degree program. The fellowship is renewable for one year. The
following requirements have been established for the IPMA-HR
Graduate Study Fellowship:
!

A minimum of five years of full-time experience of excellent
quality and depth

!

Strong academic record

!

Demonstrated leadership abilities

!

Strong commitment to public service

!

At least one year of membership in the association

The association provides a maximum of two $1,000 non-renewable
scholarships per year to the children of IPMA-HR members seeking
undergraduate degrees. Preference is given to students pursuing
human resources or public administration degrees. A parent or legal
guardian of a student applying for the scholarship must be a current
IPMA-HR member and have maintained membership for the previous three years. —N
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Succession Planning:
It Should and Can Be Done
By William Wilder and Howard Risher, PhD.
At a time when the focus is on budget
cuts, furloughs and wage freezes, with no
relief in the foreseeable future, it can be
difficult to gain top management’s
commitment to new HR practices.
However, they need to appreciate that
when employees are pessimistic about
their future, it is likely to undermine their
commitment and prompt some to rethink
public service careers. The labor market
currently offers few job options but the
most talented, best qualified employees
are the ones who are most mobile—and
the ones employers cannot afford to lose.

at all levels. When an organization is
committed to opening doors to
employees who demonstrate their value,
it contributes broadly to a better place to
work.

Employee turnover is inevitable. It is
broadly seen as a problem—there are
widely understood costs—but there are
positive effects (e.g., development/promotional opportunities for employees who
remain, and at times, the opportunity to
bring in new employees with new ideas
and possibly higher levels of energy).

Too often public employers do not have
adequate answers.

Organizations need answers to two
essential questions:
1. Do we have backups on our “bench” to
fill unexpected vacancies in key positions?
2. When a vacancy occurs, do we have a
proven approach to select a replacement?

The importance of filling key positions
with the “right people” at the “right time”
should make succession planning a
priority for public agencies. Moreover,

government needs a planning process
that fits its environment and is accepted
by managers and employees. With
successor candidates identified and
ready, agencies stand to save both time
and money, as well as have the assurance that the person hired is the right
one. Acting in haste has the potential to
trigger countless problems.

Turnover Happens
Prior to the recession, projecting retirements was straightforward. A database of
employee age and service was all that
was needed. Other historical patterns
could also be projected easily. Those estimates made it possible to identify gaps
between the workforce of today and
tomorrow’s talent needs. All of that comes
under the umbrella of workforce planning.

Planning for those vacancies is sound
management regardless of the economy.
In the best practice model, when an
opening occurs, well qualified individuals
have been identified and are prepared to
fill the job; that, in a nutshell, is succession planning. It benefits the organization
in two ways: filling openings quickly with
capable individuals minimizes any loss of
productivity, and identifying qualified
candidates gives the promise of career
advancement even in the worst recession.
That is far better and less costly than
giving the high potential individuals
reasons to look for better opportunities
with other employers.
Succession planning is certainly not a new
idea. It’s been an issue in the corporate
world for more than three decades. Its
importance is increased by the aging Baby
Boomers and the relatively small cohort of
Gen X employees waiting to replace them.
The demographics will, according to
management consulting firm McKinsey &
Company, trigger a “war for talent.” The
planning focus is often on executive or
middle management positions but it
makes sense for key contributor positions
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The recession changed that. The market
crash reduced the nest egg workers had
accumulated for retirement, making the
timing of their retirement uncertain. At
some point, all of the Baby Boomers have
to retire, but it appears retirement
patterns have been permanently altered.
In addition, a shared sense of uncertainty
has permeated society, making employees
reluctant to leave a job if it is reasonably
solid.
Despite this reality and to some degree
because of the increased uncertainty, it is
more important than ever to develop
specific succession plans for key positions. Turnover and vacancies are often
unpredictable.
Having a list of qualified replacements is
smart management. A certainty is that
there are not enough Gen X employees,
and the younger “Millennials,” as they are
called, are not ready for leadership positions. Moreover, it is also certain that
employers cannot allow the recession to
be an impediment to planning for the
future.

What is Succession Planning?
Writers of articles on succession planning
often put their own spin on the phrase. A
quick Google search of the words “succession planning” will yield millions of results;
each with a different definition.
As it is generally discussed, workforce
planning typically applies to all or a large
segment of the workforce, using computer
models to project demographic trends.
Succession planning, in contrast, is
narrowly applied to smaller groups (e.g.,
top management) with qualified candidates plans identified position by position.
When the planning is focused on management positions, it is generally integrated
with “leadership development” to help
prepare candidates for advancement.
We use the following definition:
“Succession Planning is a structured and
systematic process to ensure the organization has identified the right people to fill
vacancies in key positions.” The planning
can also include a mix of training,
mentoring, developmental work assignments, and required reading to prepare
candidates.
Does this mean all future positions will be
filled from within? Will all positions be
filled from the outside? The answer is that
WWW.IPMA-HR.ORG

it all depends on the type of organization
(e.g., public agency, hospital, non-forprofit), and to practical considerations,
such as how quickly jobs must be filled in
order to avoid disruptions in service
delivery, as to whether or not positions will
be filled from within an organization or
not. It may be preferable to rely on internal
candidates, but that often depends on the
readiness of qualified candidates. In some
jurisdictions, civil service rules dictate how
vacancies are filled. Collective bargaining
agreements can also be a factor.
A second major question and policy decision is how a preliminary list of possible
candidates should be developed. In nongovernment organizations, these discussions typically take place behind closed
doors. In government, the importance of
transparency and “merit based” principles
makes this a more complicated question.
The alternatives in the public arena are to
1) evaluate the potential of everyone for
promotion to the next level and rely on
individuals to decline interest, or 2) to rely
on a voluntary application process. Based
on our experience, the latter approach is
more likely to succeed and is recommended.
Beyond that, the differences in public
agencies make it impractical to recommend a standard approach. The size of
the organization, the emphasis on
strategic and operational planning, its
management style, the role of HR in
addressing other problems, and strength
of its management cadre will all influence
the development of a succession planning
system. This column outlines an approach
and discusses the issues that should be
considered.

Why is Succession Planning Needed?
A simple, yet specifically targeted answer
is to ensure the organization, regardless
of its nature, has the talent needed to
accomplish its mission. It is far more
important today because:
!

Regardless of the economy, turnover
will always create vacancies.

!

Baby Boomer retirements will
predictably increase.

!

The changing demographics and differences in generational values make the
selection of leaders a more important
problem.

!

Young, high performing employees will

quickly seek more attractive career
opportunities if they become dissatisfied.
!

The pressure on government to
improve performance makes it important to focus on individual capabilities
and downplay considerations like
tenure and “old boy” networks.

!

Public employers need to build “bench
strength,” i.e., those employees at the
next levels.

What are The Benefits of Succession
Planning?
!

Promotes top management’s attention
to future staffing needs.

!

Avoids or minimizes problems when
appointments are hurried.

!

Ensures fully qualified replacements
are available for key jobs. If in the planning it is clear there are too few candidates, external recruitment can start
get a head start.

!

Helps to insure minimal delays,
reduced unit performance, and unnecessary diversion of top management’s
attention.

!

Provides growth opportunities that help
motivate and retain employees.

!

Creates channels to facilitate knowledge transfer.

What is Government’s Experience with
Succession Planning?
The U.S. military has used its own “up or
out” version of succession planning for
many years. Succession planning is prevalent in larger corporations, although in a
recent survey conducted by the executive
search firm Heidrick and Struggles,
working with Stanford University, more
than half of U.S. and Canadian companies
could not name an immediate successor
to their CEO. McDonald’s and General
Electric are two examples of companies
noted for their strong commitment to and
positive results from succession planning.
While some units of government have
engaged in succession planning, the
majority apparently do not. Some of the
reasons identified are lack of understanding of what succession planning is
and what it can do for an organization;
belief that civil service rules/policies will
CONTINUED ON PAGE 22

SEPTEMBER 2010 | 19 |

chua County (FL) Alameda County (CA) Albany City (GA) Allen City (TX) Anne Arundel
rundel County (M
unty (MD) Clark County (NV) Clovis City (NM) Cobb County (GA) Contra Costa County (CA) Da
unty (GA) Gainesville City (FL) Goodyear City (AZ) Gwinnett County (GA) Hampton
on City (VA) H
City (TX) Jefferson Parish (LA) King County (WA) Lee County (FL) LA Superior Court
urt (CA) Mccar
t Beach City (CA) OC Fire Authority (CA) Orange County (CA) Palm Bay City (FL) Pasco County (
ramento City (CA) Sacramento County (CA) San Bernardino County (CA) San Diego
o County (CA)
Louis County (MO) Malibu School District (CA) Savannah City (GA) Schaumburg Village
llage (IL) Spots
e of Tenneesee Texas Education Agency (TX) Union County (NC) Ventura County (CA) State of W
(TX) Anne Arundel County (MD) Anoka County (MN) Arapahoe County (CO) Arlington
rlington County (
) Contra Costa County (CA) Dakota County (MN) Davenport City (IA) Delray Beach
ach Police Dept.
unty (GA) Hampton City (VA) Hawaii Dept. of Edu. (HI) State of Hawaii Hennepin
n County (MN)
LA Superior Court (CA) Mccarran Airport (NV) Multnomah County (OR) Napa County (CA) Na
m Bay City (FL) Pasco County (FL) Prince George’s County (MD) Reno City (NV) Rochester City (M
) San Diego County (CA) San Mateo County (CA) Santa Barbara County (CA) Santa
nta Clara County
aumburg Village (IL) Spotsylvania County (VA) Stafford County (VA) Stearns Countyy (MN) Surpris
tura County (CA) State of West Virginia Westerville City (OH) Alachua County (FL) Alameda Count
unty (CO) Arlington County (VA) Atlanta City (GA) Baltimore County (MD) Clark County (NV) C
Delray Beach Police Dept. (FL) Eugene City (OR) Fulton County (GA) Gainesville
le City (FL) Go
nnepin County (MN) Honolulu City & County (HI) HoustonCity (TX) Jefferson Parish
h (LA) King Cou
Well-defined
performance
evaluation
process
is
critical
in
pa County (CA) Nashville & Davidson Cty. (TN) Newport Beach City (CA) OC Fire Authority (CA)
improving
workforce
reducing
) Rochester
City (MN)
Rockfordproductivity
Police Dept. (IL) and
Sacramento
City employee
(CA) Sacramento
nto County (CA)
) Santa
Clara County
(CA) Santaand
Monica
City(CA) St.
Louispeople’s
County (MO)
Malibu School District (C
turnover.
Measuring
optimizing
your
performance
arns County (MN) Surprise City (AZ) Tarrant County (TX) State of Tenneesee Texas
as Education Age
across
the
agency
is
one
of
the
best
investments
you
can
make
to (MD)
a County (FL) Alameda County (CA) Albany City (GA) Allen City (TX) Anne Arundel
del County
unty (MD)
Clark County
City (NM)
County (GA)money
Contraand
Costato
County (CA) Da
guarantee
the(NV)
mostClovis
effective
use Cobb
of tax-payer
unty (GA) Gainesville City (FL) Goodyear City (AZ) Gwinnett County (GA) Hampton
on City (VA) H
maximize
the
services
delivered
to
your
constituents.
City (TX) Jefferson Parish (LA) King County (WA) Lee County (FL) LA Superior Court
urt (CA) Mcca
a
t Beach City (CA) OC Fire Authority (CA) Orange County (CA) Palm Bay City (FL) Pasco County (
ramento City (CA) Sacramento County (CA) San Bernardino County (CA) San Diego
(CA)
o County (CA
A)
Village
Spots
Louis Countyy ((MO)
MO)) Malibu School District ((CA)
CA)) Savannah Cityy ((GA)
GA)) Schaumburg
g Vil
ll ge (IL)
llag
(IL)) Sp
S
p
NEOGOV’s
(PE)
PERFORMANCE
EVALUATION
off T
Tenneesee
Texas
Education
Agency
Union
County
Ventura
County
State
of W
eo
enneesee T
exas E
ducation A
gency ((TX)
TX) U
nion C
ounty ((NC)
NC) V
entura C
ounty ((CA)
CA) S
tate o
Arlington
County
(TX) Anne Arundel County (MD) Anoka County (MN) Arapahoe County (CO) Ar
rlington Coun
nt (
Performance
Evaluation
product
allows
government
agencies
to
align
agency-wide
objective
with
day-to-day
operations
to
Beach
Dept.
) Contra Costa County (CA) Dakota County (MN) Davenport City (IA) Delray Bea
ach Police De
ep
ensure the efficient use of public resources, as well as providing visibility into the agency’s performance on all levels –
(MN)
unty (GA)
Hampton
City (VA)
Hawaii Dept. of Edu. (HI) State of Hawaii Hennepin
n County (MN
N)
agency-wide,
departmental,
and individual.
Na
LA Superior Court (CA) Mccarran Airport (NV) Multnomah County (OR) Napa County
C
(CA) N
»
Align
departmental
and
individual
performance
with
strategic
agency-wide
goals
City
m Bay City (FL) Pasco County (FL) Prince George’s County (MD) Reno City (NV) Rochester
R
Cit
ty (M
»
Define
performance
standards
&
measurable
goals
Santa
County
) San Diego County (CA) San Mateo County (CA) Santa Barbara County (CA) Sa
nta Clara Cou
» Motivate
retain Spotsylvania
high performing employees
Surpris
aumburg
Villageand
(IL)
County (VA) Stafford County (VA) Stearns Countyy (MN) Surp
p
» Identify
and communicate
expectations
County
tura County
(CA)
State oforganizational
West Virginia
Westerville City (OH) Alachua County (FL) Alameda
A
Co
ou
unty (CO)
(VA) Atlanta
Cityactions
(GA) Baltimore County (MD) Clark County
C
(NV)) C
» AvoidArlington
litigation by County
providing justification
for personnel
Gainesville
Delray
Beachservices
Policeyour
Dept.
City (OR) Fulton County (GA) Gainesvill
le City (FL) Go
» Maximize
agency(FL)
delivers Eugene
to the community
Cou
nnepin County (MN) Honolulu City & County (HI) HoustonCity (TX) Jefferson Parish
h (LA) King
gC
pa
County
Nashville
Davidson
Cty.
Newport
Beach
City
OC
Fire
Authority
p
aC
ounty ((CA)
CA) N
ashville & D
avidson C
ty. ((TN)
TN) N
ewport B
each C
ity ((CA)
CA) O
CF
ire A
uthority ((CA)
CA)
Rochester
City
Rockford
Police
Dept.
Sacramento
City
Sacramento
County
) R
och
hestter C
ity ((MN)
MN) R
ockkford
dP
ollice D
eptt. ((IL)
IL) S
acramentto C
ity ((CA)
CA) S
acramen
ntto C
ountty ((CA)
CA)
) Santa Clara County (CA) Santa Monica City(CA) St. Louis County (MO) Malibu School District (C
arns County (MN) Surprise City (AZ) Tarrant County (TX) State of Tenneesee Texas
as Education Age
wport Beach City (CA) OC Fire Authority (CA) Orange County (CA) Palm Bay City (FL)
FL) Pasco Cou
ramento City (CA) Sacramento County (CA) San Bernardino County (CA) San Diego
o County (CA)
Louis County (MO) Malibu School District (CA) Savannah City (GA) Schaumburg Village
llage (IL) Spots
e of Tenneesee Texas Education Agency (TX) Union County (NC) Ventura County (CA) State of W
(TX) Anne Arundel County (MD) Anoka County (MN) Arapahoe County (CO) Arlington
rlington County (

your

(PE)ople

For more information visit
www.neogov.com/PE

MD) Anoka County
Count (MN) Arapahoe
pahoe County (CO) Arlington County (VA) Atlanta City (GA) Balti
akota County (MN)
(MN
N) Davenport City (IA)
(IA) Delray Beach Police Dept. (FL) Eugene City (OR) Fulton
Hawaii Dept. of Edu.
Edu
u (HI) State of Hawaii
aii Hennepin County (MN) Honolulu City & County (HI) Hou
rran Airport (NV) Multnomah County (OR)
OR) Napa County (CA) Nashville & Davidson Cty. (TN) Ne
(FL) Prince George’s
County (MD) Reno
Geo
o
eno City (NV) Rochester City (MN) Rockford Police Dept. (IL)
San Mateo County
(CA) Santa Barbara
Cou
u
a County
County (CA) Santa Clara County (CA) Santa Monica City(C
sylvania County (VA) Stafford County (VA)
A) Stearns County (MN) Surprise City (AZ) Tarrant County
West Virginia Westerville
City (OH) Alachua
We
ua County (FL) Alameda County (CA) Albany City (GA) A
(VA) Atlanta City
Citty (GA) Baltimore County
ty (MD) Clark County (NV) Clovis City (NM) Cobb Coun
(FL) Eugene City
Citty (OR) Fulton Countyy (GA)
(GA) Gainesville City (FL) Goodyear City (AZ) Gwinnett
Honolulu City & County
(HI) HoustonCity
Co
ou
City (TX) Jefferson Parish (LA) King County (WA) Lee Coun
ashville & Davidson Cty.
C (TN) Newport
rt Beach City (CA) OC Fire Authority (CA) Orange County (CA
MN) Rockford Police
e Dept. (IL) Sacramento
ramento City (CA) Sacramento County (CA) San Bernardino C
y (CA) Santa Monica City(CA)
St. Louis
C
ouis County (MO) Malibu School District (CA) Savannah City (G
se City (AZ) Tarrant County
(TX) State
Co
te of
of Tenneesee Texas Education Agency (TX) Union County (
ty (CA) Albanyy City
City (GA) Allen City (TX)
X) Anne
Anne Arundel County (MD) Anoka County (MN) Arapa
Clovis City
Cit (NM) Cobb County (GA) Contra Costa
Costa County
County (CA) Dakota County (MN) Davenport C
oodyear
oodyye City (AZ) Gwinnett County (GA) Hampton City (VA)
(VA) Hawaii Dept. of Edu. (HI) State of Ha
untyy (WA) Lee County (FL) LA Superior Court (CA) Mccarran
carran Airport (NV) Multnomah County (O
Orange
County (CA) Palm Bay City (FL) Pasco County (FL)
Ora
a
L) Prince George’s County (MD) Reno C
San
S Bernardino County (CA) San Diego County (CA) San
an Mateo County (CA) Santa Barbara Cou
CA)) Savannah City (GA) Schaumburg Village (IL) Spotsylvania
ania County (VA) Stafford County (VA)
ency
enccy (TX) Union County (NC) Ventura County (CA) State of West
West Virginia Westerville City (OH) A
) Anoka County (MN) Arapahoe County (CO) Arlington County (VA)
(VA) Atlanta City (GA) Baltimo
akota
County (MN) Davenport City (IA) Delray Beach Police Dept. (FL)
ak
(FL) Eugene City (OR) Fulton
Hawaii
Dept. off Edu. (HI) State
of Hawaii Hennepin County (MN) Honolulu
Ha
a
S
Honolulu City & County (HI) Hou
rran
Airport (NV)
County (OR) Napa County (CA) Nashville
r
NV) Multnomah
Multno
ville & Davidson Cty. (TN) Ne
(FL) Prince George’s
(MD) Reno City (NV) Rochester City (MN)) Rockford
eo e’s County
Co
Rockford Police Dept. (IL)
San Mateo County (CA) Santa Barbara County (CA) Santa
Clara County (CA)
S
CA) Santa Monica City(C
sylvania County (VA) Stafford County (VA) Stearns County
C
t (MN) Surprise City
City (AZ)
(AZ)) Tarrant
T
t County
C
ty
FEATURES
&
BENEFITS
West Virginia Westerville City (OH) Alachua County (FL) Alameda County (CA) Albany
Albany City
City (GA)
(GA)
(VA) Atlanta City (GA) Baltimore County (MD) Clark County (NV) Clovis City (NM)
(NM) Cobb Coun
»
Automated
Performance
Evaluation
Process
»
Configurable
Reporting
and
Dashboards
. (FL) Eugene City (OR) Fulton County (GA) Gainesville City (FL) Goodyear City
City (AZ) Gwinnett
»
Goal
Management
and
Progress
Tracking
»
Configurable
Rating
Scales
Honolulu City & County (HI) HoustonCity (TX) Jefferson Parish (LA) King County
ounty (WA) Lee Coun
» Competency
Modelling
and Skill Assessment
» Writing
ashville
& Davidson
Cty. (TN)
Newport Beach City (CA)
OCAssistant
Fire Authority (CA)
A) Orange County (CA
MN) » Development
Rockford Police
Sacramento City (CA)
County (CA)
(CA) San Bernardino C
PlanningDept. (IL)
» 360 Sacramento
Feedback
y (CA)» Configurable
Santa Monica
St.
Louisflow
County (MO)
Malibu School
rict (CA) Savannah City (G
WorkflowCity(CA)
with automated
process
» Organizational
Charts District
se City» Configurable
(AZ) Tarrant
County
(TX)
State
of
Tenneesee
Texas
Education
Agency
(TX) Union County (
gency
Appraisal Templates
» Cross Functional Teams
y (CA) Albany City (GA) Allen City (TX) Anne Arundel County (MD) Anoka County (MN) Arapa
Clovis City (NM) Cobb County (GA) Contra Costa County (CA) Dakota
kota County (MN) Davenport C
oodyear City (AZ) Gwinnett County (GA) Hampton City (VA) Hawaii
awaii Dept. of Edu. (HI) State of Ha
unty (WA) Lee County (FL) LA Superior Court (CA) Mccarran
ran Airport
Airport (NV) Multnomah County (O
Orange County (CA) Palm Bay City (FL) Pasco Countyy (FL)
(FL) Prince
Prince George’s
George’s County
County (MD)
(MD) Reno
Reno C
San Bernardino County (CA) San Diego County (CA)) San
San Mateo
Matteo County
Countty (CA)
(CA) Santa
Santta Barbara
Barb
bara Cou
Cou
CA)
Savannah City (GA) Schaumburg Village (IL) Spotsylvania
CA
potsylvania County (VA) Stafford County (VA)
ency
Union County (NC) Ventura County (CA) State of West Virginia Westerville City (OH)
enccy (TX)
(
untyy (FL)
Prince George’s County (MD) Reno Cityy (NV)
(F
(NV) Rochester City (MN) Rockford Police Dept
San
County (CA) Santa Barbara County
Sa
an Mateo
M
ty (CA)
(CA) Santa Clara County (CA) Santa Monica City(C
sylvania
(VA) Stafford County (VA)) Stearns
syllvania County
C
Stearns County
County (MN) Surprise City (AZ) Tarrant County
West
We
est Virginia
Virginia Westerville
Westerville City
City (OH)
(OH) Alachua
Alachua County
County (FL)
(FL) Alameda County (CA) Albany City (GA) A
www.neogov.com
(VA)
(V
VA) Atlanta
Atlanta City
City (GA)
(GA) Baltimore
Baltimore County
County (MD)
(MD) Clark
Clark County (NV) Clovis City (NM) Cobb Coun

at

their best

MANAGING PEOPLE IN TOUGH TIMES
CONTINUED FROM PAGE 19

limit what they can do; fear of alienating
employees; concern that elected officials
may not agree it’s value; and lack of funds
for training and development. Yet, governmental organizations that do not participate in succession planning are often the
first to wring their hands when a key
vacancy occurs and complain that no one
is prepared to fill the position.

Your search for examples of organizations
that have used succession planning as
part of their organizational strategies
should include a search for articles
dealing with the private as well as the
public sector. The situation in a company
is different in many respects from situations in the public sector, but practices
proven in that environment can many
times be modified to fit government.

However, succession planning is new to
many organizations. It will require the time
of leaders and managers and in government will need to be blessed by elected
officials; elected officials will need to be
convinced it will be a productive use of
their time. That may well mean that
| 22 | SEPTEMBER 2010

Assess and identify needed resources,
including technology support. A variety
of job and individual information needs
to be assembled and managed. A
number of companies are now
marketing software for this purpose
and when it’s appropriate the products
need to be evaluated. Determine the
financial needs and constraints.
Fortunately succession planning can
be undertaken without incurring heavy
direct expenses.

!

Ensure succession planning is integrated with the organization’s strategic
plan. It should be an organizational
priority and integrated with the usual
planning cycles. Achieving goals and
objectives generally depends on having
the right people in key jobs.

!

Identify the accountability of managers
and others. A McKinsey study of corporate performance shows that holding
executives and managers accountable
for developing talent is a key to
success. “Bench strength” is important
to future performance.

!

Solicit feedback on the plans. To reiterate, this cannot be “another HR
project.” Executives and managers are
not going to embrace the planning
process unless it works for them.

succession planning
is the commitment
to evaluate
individual potential
honestly and
without favoritism.”
Getting Everyone on Board
!

!

You Need a Plan
The decisions involved in identifying future
leaders, investing in their development,
and promoting them to key vacancies are
obviously important. This warrants
management’s commitment and the time
to develop a consistent and reliable
approach. In other words, you need a plan.
Failure to have a plan in place to guide
these decisions could lead to mistakes
with costly long term consequences.

!

“The key to

Examples of governmental organizations
at the federal, state and local level that
that have used succession planning as
part of their organizational strategies have
been identified in literature. The list of
governmental organizations using succession planning includes the Department of
Defense, Department of Energy,
Washington and New York, State as well
as cities like Dayton, Ohio, and Virginia
Beach, Va.
Journal articles are useful in identifying
jurisdictions that have tried succession
planning, but are only a starting point. A
next step might be to contact those that
appear in the articles, in order to establish
relevance, as well as to learn more about
their experiences.

to reflect the organizational realities in
each unit.

“selling” the need for succession planning
will prove to be the highest hurdle.

!

As background prior to discussions with
top management, develop a basic
understanding of the organization’s
needs. Assess recent staffing experiences along with acknowledged
performance problems. The assessment should also consider the
strengths and weaknesses of current
practices. Develop a preliminary game
plan.
Educate top management of the value
of succession planning and the steps
involved in the process, and secure the
commitment of leaders. Make certain
they understand and are comfortable
with the nature of their involvement.
Establish a steering committee that
includes representatives from all major
organizational units, including someone
from the chief executive’s office. While
human resources should expect to
spearhead the initiative, it is essential
to build the planning process in partnership with organizational leaders.
Gaining their “buy-in” should be a
priority in the early meetings.

!

Communicate goals and near term
plans to all managers and other
employees.

!

Create working committees in each
agency. Succession planning is a
management responsibility and needs

Developing the Assessment Process
The key to succession planning is the
commitment to evaluate individual potential honestly and without favoritism. The
goal is to develop a systematic, transparent assessment process and to
provide the assurance that it will be
handled consistently across the organization and over time.
Although a voluntary application process
is preferable in government, it can
become unwieldy. With tight budgets, the
slots available for participants in development programs are going to be limited.
That either means a first come, first
served basis (e.g., where the first 20 are
accepted) or one where leaders have to
select the individuals. A step that may be
useful is to require applicants to secure
the recommendation of their supervisor
and possibly that of a second-level
manager.
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The application process can be developed
to emphasize the need for proven capabilities by asking what personal experiences
and abilities qualify the individual for
consideration. They can be required to
describe recent accomplishments as well
as summarize the steps they have taken
to prepare for advancement.
The planning process at its core involves
the comparison of an individual’s
strengths and weaknesses with the
requirements for job success. That can be
informal and unstructured or it can be
structured using a profile of competencies
identified for each position. The informal
approach is far more common and
certainly can work but is open to possible
criticism because each manager uses his
or her own criteria.
Ideally an early step is the identification
and agreement on key competencies. A
competency is another of the HR words
that does not have an accepted definition
but for our purpose here it is used to refer
to “sets of behaviors, including knowledge,
skills, abilities and personal attributes that
are critical to successful performance.”
Fortunately, there are a number of books
and articles that set forth lists of competencies relevant to virtually every occupation.
Examples of competencies for managers
include:
!

Strategic thinking

!

Development of others

!

Creativity and innovation

!

Professional expertise

!

Problem solver

!

People management

!

Interpersonal skills

!

Resource management

!

Customer service

!

Commitment to diversity

We recommend relying on a simple and
defensible approach, using highly
regarded job incumbents as “subject
matter experts” (SMEs) to identify and
define a set of competencies. Using
published materials as a starting point,
they can normally accomplish that in two
or three meetings. Their work product
should be acceptable to their peers and
others in the organization. As a rule, the
WWW.IPMA-HR.ORG

to understand position requirements.
Their involvement is important.

number of competencies should be
limited to those that are critical.
The competencies have a two-fold
purpose: they are used to assess candidates and also to understand position
requirements. It’s the matching of candidates with positions that is the focus of
succession planning.
It is important to keep in mind that the
assessment here has a future focus.
Presumably candidates have to be solid
performers currently but the important
question is their potential to be successful
at a higher level.
The goal is to develop a summary of each
applicant’s potential. The assessments
here differ in several ways from the typical
performance appraisal in that the competencies are usually far more important
than results achieved. Assessment also
rely more heavily on information provided
by candidates although feedback is
commonly solicited from their manager,
coworkers and at times their customers.
Succession planning then involves an
assessment of those individuals accepted
as candidates against the position requirements. The product is a “gap” analysis for
each person, documenting where they
stand on each competency. The overall list
for a position is then available when
turnover triggers the need for a replacement.
The final step is preparation of a development plan for each candidate so they can
assess their needs and career prospects.
In the current climate the funds for additional education and/or training are likely
to be limited but mentoring, coaching and
other support should be encouraged.
Employees need to be responsible for
their own development. There should be a
formal process for tracking their development efforts

Final Advice
!

Ensure top management continues its
commitment.

!

Keep the plan as simple as possible.

!

Start with a small, select group of positions.

!

Make certain job information is up to
date.

!

!

Rely on competencies that have broad
acceptance.

!

Make certain the application process is
understandable.

!

Emphasize the need for individuals to
be accountable for their own career
management.

!

Communicate.

How to Make Sure Succession
Planning Fails
If followed, the steps indicated above will
not guarantee success, but the chances
will be significantly better. On the other
hand, failure is more likely if the following
occurs:
!

Inadequate management support

!

Program seen as “owned” by HR

!

Overly complicated and rigid

!

Not tailored to organizational strategy
and culture

!

Not integrated with other HR systems
(e.g., compensation)

!

Managers not accountable for succession planning

Is your organization ready for succession
planning? Is there another choice? Not if
the organization is going to deliver uninterrupted, quality services. In the government sector, citizens are the shareholders
and deserve nothing less.

William Wilder retired as human resources
director for the city of Charlotte, N.C., and is
a former director of the compensation
program for the state of Florida. He is owner
of Wilder Consulting, a firm providing human
resources services and executive search.
He can be reached by e-mail at
bwilder@carolina.rr.com. Dr. Howard Risher
is a private consultant and frequent author
on pay and performance issues. He has
experience in every sector including federal,
state, and local government. He can be
reached by e-mail at h.risher@verizon.com.
—N

Interview incumbents, immediate
supervisors, and higher level personnel
SEPTEMBER 2010 | 23 |

LABOR RELATIONS
By Tina Ott Chiappetta
IPMA-HR Senior Director of Government
Affairs and Communications

Court rules that the
ADAAA is not
Retroactive
The U.S. Court of Appeals for the Eighth
Circuit ruled that the 2008 ADA
Amendments Act does not apply
retroactively. As a result, it dismissed the
claim of an employee suffering from
multiple sclerosis who had few physical
symptoms. Sally Nyrop v. Independent
School District 11, Docket Nos. 09-2083
and 2084, United States Court of Appeals
for the Eighth Circuit.
Sally Nyrop began working as a music
teacher for Independent School District 11
in Minnesota in 1987. She developed MS
in 1995. Initially she had some problems
with the left side of her face that were
controlled with exercises. She also had
trouble projecting her voice and making
sounds for the students to emulate. During
the 2002-2003 school year she took a
sabbatical in order to complete an
internship required for her to pursue an
administrative position.
During the next three years she sought
permanent administrative positions,
applying for 10 to 22 jobs each year.
Instead, she found temporary positions to
fill at the last minute as principals and
others took leave. In 2007, she was
offered a half-time administrative job and
a half-time music teaching position at
another school. She informed the school
district that she could no longer perform
the duties of music teacher and requested
a full-time administrative position.
The school district denied her request
saying that it would be a promotion and
they were not obligated to promote her
due to her disability. She ended up taking
the half-time administrative job for the
2007-2008 school year. In the next year,
she was hired for a full-time “teacher on
special assignment” position.
Nyrop sued arguing that the school district
was obligated to reassign her to an
administrative position. In reviewing her
claim, the court looked to the
| 24 | SEPTEMBER 2010

requirements of the ADA, namely that she
be substantially limited in a major life
activity. Deposition testimony revealed that
Nyrop suffered from problems swallowing
and making various sounds, pain in her
head, fatigue and heat sensitivity but that
the problems were intermittent and
temporary.
Doctor’s testimony stated that she had
done quite well in terms of the MS and
was living a “fairly decent and normal life.”
Nyrop further testified that her limitations
included not being able to travel to the
Caribbean because of the heat and that
she had difficulty lifting 15 to 20 pounds.
As a result, the court found that Nyrop was
not disabled under the meaning of the
ADA prior to the 2008 amendments
because she was not substantially limited
in a major life activity. Under the 2008 law,
it is highly likely that she would have been
found disabled.

Court Finds No
Evidence of
Retaliation
The United States Court of Appeals for the
Eighth Circuit ruled in favor of the county
of Ramsey, Minn., in an action by a
department of corrections employee
alleging retaliation and constructive
discharge in a sexual harassment suit.
Claudia Fercello v. County of Ramsey,
Docket No. 09-2587, July 29, 2010.
Claudia Fercello was hired by the Ramsey
County Corrections Department as a
planning and evaluation analyst on a
probationary status, the duration of which
was one year. Fercello worked for
approximately four months for the
department when she told department
head Carol Roberts that her then-direct
supervisor, Lee Palmer, had been
harassing her for several months. Roberts
expressed disappointment that Fercello
had not come to her sooner and began an
investigation.
At the conclusion of the investigation,
Palmer was terminated, but Roberts told
Fercello that she did not want to ruin
Roberts financially and that they were
keeping him on for six months to allow him
time to find another job. Fercello protested
and Roberts offered to move her so she

would have less contact with Palmer.
Fercello said this was unacceptable, to
which Roberts said she would move
Palmer. Shortly after Fercello’s meeting,
Palmer resigned with an effective date
almost two months later.
Roberts replaced Palmer with Sally
Ruvelson. Fercello had numerous
performance problems and conflicts with
Ruvelson and coworkers that resulted in
an informal performance review of “needs
improvement.” Ruvelson told her that she
would need to improve by the end of the
year in order to keep the job. At the end of
the year, Roberts told Fercello that she
would not be retained but then changed
her mind a few days later saying that
Fercello deserved more of a chance to
prove herself given the investigation and
the change in supervisors.
Roberts then appointed Gale Burke as
Fercello’s supervisor to give her a fresh
start. At the end of the year, Fercello
received a performance review of
“proficient”—one step up from her prior
level. Nonetheless, Fercello continued to
have problems. Burke testified that
Fercello was difficult to work with and
frequently made mistakes. Fercello
resigned citing work stress and a pattern
of negative treatment.
In her complaint, Fercello also said that a
number of changes were made in
retaliation for her harassment charges:
first, that she was asked to move to a
smaller office to make room for a more
senior employee; second, that a parking
space she’d been given for the purpose of
avoiding Palmer while the investigation
was ongoing was moved to a less
desirable location; and third, that she was
no longer invited to certain management
meetings.
The Eighth Circuit dismissed Fercello’s
complaints finding that the complained of
actions—moving offices and changing
parking spaces—were not serious enough
to be considered adverse actions. The
other complaints—the negative
performance review and not being invited
to management meetings—were not
related to the harassment complaint. The
court found that the complained of
activities happened several months after
the filing of the complaint and that the
county had substantial evidence of
Fercello’s poor performance.
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City Did Not Violate
ADA by Requiring
Fitness for Duty
Examination of
Officer
The United States Court of Appeals for the
Ninth Circuit ruled that the City of Yakima,
Wash., did not violate the Americans with
Disabilities Act (ADA) when it required a
fitness for duty exam (FFDE) of a police
officer who had exhibited highly
emotional responses to work situations.
Although the ADA generally requires that
an employee’s performance suffer before
a FFDE can be required, there is a limited
exception for employees engaged in
dangerous work. In such cases, the
employer does not need to wait for a
perceived threat to become actual before
taking action, said the court. Oscar J.
Brownfield v. City of Yakima, Docket No.
09-35628, July 27, 2010.
Oscar J. Brownfield worked successfully as
a police officer for the city of Yakima for a
year until an off-duty car accident resulted
in a closed head injury that resulted in
symptoms such as reduced selfawareness. He returned to full duty in July
2001 and received positive performance
reviews and commendations over the next
three years.
In June 2004, Brownfield began having
trouble with a coworker, and he
complained to his supervisor that Officer
Dejouornette, Brownfield’s partner for
community service projects such as the
Police Athletic League (PAL) and the Drug
Abuse Resistance Education (DARE) was
not performing his duties. For the next year
Brownfield kept notes on Dejournette’s
shortcomings, including submitting
reimbursements late and closing a facility
early. When Brownfield was reprimanded
for not scheduling an event, he forwarded
his notes to the police chief and requested
a meeting.
During the meeting, Brownfield became
agitated and swore at another officer.
Brownfield also left the meeting when he
was told to remain in the room. He was
suspended for insubordination as a result
of the meeting. Brownfield testified that he
was consumed with anger and fear
because his immediate supervisor was in
WWW.IPMA-HR.ORG

the meeting unexpectedly and Brownfield
had also complained about him.
Over the next few months, four incidents
occurred that led the Yakima Police
Department (YPD) to request the FFDE.
Those incidents included: one, a disruptive
argument with another officer and that
when he learned the YPD was investigating
him, but not the other officer, Brownfield
became very upset, swearing and not
talking in full sentences; two, Brownfield
himself reported that at a routine traffic
stop he felt himself losing control when a
young child riding in the vehicle began
taunting him; three, the YPD received a
domestic violence call from Brownfield’s
estranged wife claiming that Brownfield
slammed the door on her, and the door
struck her (no charges were filed); and,
lastly, a fellow officer said that Brownfield
made several disturbing comments to him,
such as, “it doesn’t matter how this ends,”
and “I’m not sure it’s worth it.”
Brownfield was placed on administrative
leave and ordered to undergo a FFDE.
The initial examining physician, Dr. Decker,
conducted the FFDE and concluded that
Brownfield suffered from a mood disorder
due to a general medical condition with
mixed features that resulted in poor
judgment, emotional volatility and
irritability which could be related to the
earlier car accident.
Decker concluded that he was not fit for
duty and that his disability was permanent.
The YPD placed him on FMLA leave.
A few months later, Brownfield suffered
minor back and neck injuries in another
off-duty car accident. The treating
physician, Dr. Gondo—Brownfield’s primary
care physician—said Brownfield was
physically capable of performing the job,
but Gondo failed to respond to follow-up
questions about Brownfield’s mental state.
Brownfield obtained a second opinion from
a third physician—Dr. Mar—who also
concluded that Brownfield was unfit for
duty but suggested that his problems
might resolve with treatment. Mar began
treatment and reported to the department
that Brownfield should be able to return
some time in the future.
The YPD ordered a follow-up with Decker,
but Brownfield refused, so the YPD
scheduled an appointment with another
physician—Dr. Ekemo. Brownfield attended
an initial appointment with Ekemo but

refused to attend any follow-up sessions.
The city told Brownfield that he would be
terminated unless he cooperated, but
Brownfield refused to cooperate and was
fired for insubordination and found unfit
for duty.
Among other claims, Brownfield alleged
that the YPD violated the ADA when in
required a FFDE because generally, an
FFDE cannot be required unless the
employer can show that the employee’s
job performance has suffered. Here, the
court found that an employer can
preemptively require a medical
examination in certain limited
circumstances. Those circumstances
include the dangerous nature of
Brownfield’s job as a police officer and the
need for him to maintain self-control.
“However, we must be keen to guard
against the potential for employer abuse
of such exams” said the court.

Court finds Firing
Racially Motivated
The Untied States Court of Appeals for
the Seventh Circuit ruled that an elected
official’s firing of the chief deputy coroner
was racially motivated. In doing so, the
court upheld an EEOC’s administrative
law judge’s finding that the elected
official, the city’s coroner’s reasons for
the firing were merely pretext. Marion
County Coroner’s Office v. EEOC and John
Linehan, Docket No. 09-3595, July 27,
2010.
John Linehan worked as a deputy coroner
for Marion County, Ind. In November
2004, Dr. Kenneth Ackles was elected to
the position of coroner, a part-time post.
Both Linehan and Alfarena Ballew, an
African-American deputy coroner, applied
for the position of chief deputy coroner.
Ackles chose Linehan for the job because
he was serving as interim chief deputy,
and he wanted to maintain continuity.
They were sworn in in January 2005.
Over the next several months, many
incidents took place that eventually led to
Linehan’s termination on December 2,
2005, just over a year after Ackles was
elected. At the start of Ackles’
employment, he met with Linehan to talk
CONTINUED ON PAGE 26
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about how Ackles really wanted to hire
more African Americans. Ackles asked
Linehan to find out how to execute the
plan and Linehan contacted the city’s legal
office and learned that deputies could not
be fired without cause.
Of the several incidents, Ackles argues that
Linehan gave himself a raise without
telling Ackles, although the evidence
supports Linehan’s argument that he
developed the budget before he was
promoted and no way of knowing that he
would be in the position. Ackles approved
the budget. In March 2005, Linehan
recommended the termination of a white
deputy coroner who failed to preserve key
evidence in a case involving the Federal
Bureau of Investigation.
In June and July 2005, Linehan
recommended disciplining Ballew for being
late to a crime scene where the victim was
left in the street surrounded by family and
friends until Ballew arrived. In another
case, Ballew was too late to facilitate an

organ donation. She also lied on a time
sheet, showing that she had arrived on
time for a staff meeting. Ballew continued
to arrive late to crime scenes and meetings
but Ackles prohibited Linehan from
reprimanding her. Linehan later prepared a
written reprimand of Ballew without Ackles’
approval.
Shortly thereafter, an anonymous letter
(later found to have been authored by
Ballew) was sent to members of the
city/county council accusing Linehan of
double-dipping. But Linehan had not done
that. In November 2005, Linehan
confronted Ballew when she missed
another mandatory meeting and Ballew
accused him of mistreating African
American staff.
Upset by the incident, Linehan filed a
complaint with the human resources office
alleging a hostile work environment. Later
that same day, Ackles told Linehan he was
going to make a change in chief deputies
and to get his complaint taken care of. On
December 5, Linehan received a
termination letter with no explanation.

Ackles testified that he had lost confidence
and trust in Linehan because of Linehan’s
nit-picking. Ballew was eventually named
chief deputy coroner. Ackles later fired a
contracting company, hiring several of its
African-American staff and no white
employees.
Linehan pursued his claim and the EEOC
found that Ackles stated reason for the
firing was merely pretext for discrimination.
The EEOC found that Ackles’ reasons were
not believable. There was enough evidence
to show that the real reason was
discrimination. The court however, did
reduce the compensatory damages from
$200,000 to $20,000. —N

Contact IPMA-HR Senior Director of
Government Affairs and Communications Tina
Ott Chiappetta, either by e-mail at
tchiappetta@ipma-hr.org, or by phone at (703)
549-7100, ext. 244.
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FROM RESEARCH TO PRACTICE

Expanding Workplace Flexibility
If Not Now, When?
By Bob Lavigna, IPMA-CP

I

magine the disruption to vital government
services if terrorists detonated a “dirty”
bomb in Washington, D.C., and brought the
nation’s capital to a standstill, or if an
influenza pandemic spread across the
country and kept tens of thousands of civil
servants quarantined and away from their
offices.
Government’s ability to operate effectively
and meet essential public needs would be
crippled if these or other unexpected and
uncontrollable events kept employees off
the job for long periods of time. One way to
keep government running even in these
situations, though, is through the use of
flexible work arrangements, including teleworking.
That’s why the Partnership for Public
Service and Booz Allen Hamilton examined
the current state of teleworking and four
other flexible work arrangements—
compressed workweeks, flextime, part-time
schedules and job sharing—to better understand their use in government today, to
identify why they’re not used more and
determine how to remove barriers.

Several months ago, I wrote a column
about this project and promised to write a
follow-up on our results. In July 2010 we
released our final report, On Demand
Government – Deploying Flexibilities to
Ensure Service Continuity.

The Business Case for
Workplace Flexibility
Workplace flexibilities can generate a wide
range of benefits, including cost savings on
real estate, infrastructure and energy use;
and also improve how agencies deliver
services. Teleworking and other flexibilities
can also help recruit and retain talent;
improve employee performance, job satisfaction and work-life balance; and
decrease the costs of commuting by
getting employees off the road or by
allowing nontraditional hours that can
shorten commutes. For society as a whole,
WWW.IPMA-HR.ORG

telework is a way to relieve traffic congestion and reduce auto emissions that
pollute the environment.

million a year in reduced infrastructure
costs.

Working remotely is also an important
component of continuity of operations
planning (COOP) because it enables essential employees to continue to work during
disasters or disruptions. Agencies that
have telework programs strategically
aligned with continuity plans also regularly
“practice” for emergencies by allowing
essential personnel to work from remote
locations. Practicing for a COOP situation
also means testing how well IT systems
operate under stress.

Workplace Flexibilities are
Underused in Government

The private sector has gotten the message
about workplace flexibility. The Great Place
to Work Institute’s “100 Best” study shows
that the 99 companies with flexible work
policies consistently outperformed the
overall Standard & Poor 500 in retaining
key talent. Some private sector companies
have also saved money by reducing facility
infrastructures, business travel and
employee relocations.
One prime example is IBM, which incorporated the concept of mobility into an extensive reorganization and a major rethinking
of the way it was doing business. IBM,
which was burdened by an outdated physical facilities infrastructure, identified
several reasons for moving to a mobile
culture, including reducing real estate and
energy costs, improving employee morale
and recruiting better talent.
On any given day, more than 115,000 IBM
employees around the world go to work,
but not in an IBM office. Forty percent
operate without any dedicated office
space. In fact, the IBM employee/desk
ratio is 4:1, with plans to increase the ratio
to 8:1 in field locations. An employee portal
enables the virtual organization to work—
every IBM employee has access to desktop
applications from almost any location.
IBM calculates that it saves $450 million
per year through telework, including $75

Despite potential benefits like these, our
study found that that the federal government, once a leader in teleworking and
other work flexibilities, has lost its
momentum and is underutilizing some
important workplace flexibility tools. While
we did not collect data on state and local
government, our impression is that the
same situation also exists across these
levels of government.
For example:
!

Less than 10 percent of all full-time
federal workers telework one day a
week—about 200,000 of the 2.1 million
on the government payroll. We found
wide discrepancies in use, approaches
and technologies across government.

!

Job sharing and part-time schedules are
rarely used in the federal government.
As of September 2009, only 3.3 percent
of federal employees worked part-time
and only a tiny fraction—.02 percent—job
shared. Comparable data currently do
not exist for compressed workweeks
and flex schedules, although agency
work-life coordinators assert that participation in these programs is high.

!

Only 44 of 78 agencies surveyed (56
percent) have fully integrated telework
into their formal continuity of operations
planning—a crucial element to ensure
essential employees can support
agency missions during a natural
disaster or crisis such as a terrorist
attack or a pandemic.

!

Due to the underutilization of telework,
part-time work and job sharing, the
majority of federal agencies are missing
out on the opportunity to save money on
real estate, infrastructure, basic operCONTINUED ON PAGE 29
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ating costs and energy usage; and to
improve business processes and
increase productivity.
!

Few federal agencies use flexible work
arrangements as a strategic tool to
recruit and retain top talent, or to more
broadly help employees balance family
and work obligations and reduce
lengthy commuting times and transportation costs.

Our study revealed several factors that
impede the use and growth of teleworking, including management resistance, cultural and organizational barriers,
and technology and information security
issues.
For instance, a 2009 survey revealed that
about half of federal agencies cited
management resistance as a barrier to
telework. This theme also came through
loud and clear in our discussions with
work-life coordinators, teleworkers,
thought leaders, union officials and senior
executives.
Managers said they are concerned about
low productivity and inaccessibility of teleworkers; the potential for abuse; a lack of
accountability; and limited personal interaction with their employees. Plus, we
found that some managers were simply
unaware of workplace flexibilities, especially job sharing.
On the employee side, some were uneasy
about the lack of face-to-face contact with
their bosses when teleworking. And, in
most agencies, eligibility for telework is
determined either by position or by individual. This creates confusion—and even
resentment—when some employees see
their colleagues teleworking while they are
not eligible themselves.
Another barrier is technology, particularly
concerns about teleworkers using unsecured networks and accessing classified
information in non-secure locations.

Success Stories
Despite these barriers, we discovered
some good news, too—notably that agencies can and have overcome these roadblocks.
Federal organizations such as the Patent
and Trademark Office (PTO), the Defense
WWW.IPMA-HR.ORG

Information Systems Agency and the
Nuclear Regulatory Commission have set
examples by implementing pilot programs,
addressing security barriers and
expanding telework to improve the way
they conduct business and serve the
public. Some agencies explicitly state that
all employees are eligible to telework
unless their managers can provide a
written argument against it.
Telework has enabled PTO to avoid
spending $11 million to purchase new
office space. The Treasury Inspector
General for Tax Administration (TIGTA) has
saved about $1 million annually since it
introduced telework. Both organizations
use a “hoteling” concept that allows
employees work remotely. PTO provides
hoteling suites throughout its facility and
TIGTA allows employees to reserve workplaces through an automated reservation
system.
One agency official described a pending
proposal to use telework and flexible work
hours to expand direct service to citizens.
His agency is currently open from 9 a.m.
to 5 p.m., but allowing employees to work
evenings and from their homes would
extend service hours to 10 p.m.
The benefits of teleworking have gotten
the attention of both Congress and the
Obama administration, which are taking
steps to increase its use.

a smart business practice that can save
money, attract and retain talent, provide
better service by extending hours, and
ensure continuity of operations during
emergencies. Managers also tend to
wrongly assume physical presence equals
performance, often because they don’t
have good performance measures.
In On Demand Government, we recommend specifically that:
!

The federal government significantly
increase the use of teleworking, setting
an ambitious goal for half of the nearly
1.2 million eligible federal employees,
or about 600,000 civil servants, to
telework by 2014. To achieve this goal,
OPM should mandate that all
employees should be eligible to telework unless a supervisor or manager
can demonstrate why an employee
should not be eligible. OPM should
also direct each agency that has fewer
than 50 percent of eligible employees
teleworking to develop an action plan
with annual updates to achieve this
goal.

!

OPM also set an aggressive goal to
increase part-time and job sharing
opportunities.

!

Agencies incorporate telework into
their mission continuity plans.

!

Agencies also include training on flexible work arrangements in new
manager and employee orientation
and onboarding, and repeat the
training in refresher courses for all
managers and employees. Agencies
should ensure that managers hold
employees to the same performance
standards regardless of their participation in flexible work arrangements.
Agency leaders should also communicate success stories about telework or
alternative schedules, to send a clear
message that flexibility is a part of the
agency culture.

!

Agencies consider how to reduce their
real estate footprint through telework.
Teleworking and remote offices should
be reflected in all construction project
or facility expansion budgets, and
agencies should assess how remote
offices can reduce the need for permanent space.

Legislation in the House and Senate, for
example, would expand telework eligibility
and use, as well as training and continuity
planning. OPM has begun a pilot project
with its own workforce that is allowing
400 staff members to individually determine where and when they work.

From Research to Action -Expanding the Use of
Workplace Flexibilities
We concluded that if all the talk about
telework is to be translated into concrete
action, government must change the
current mindset of managers, set aggressive goals, start with the premise of “yes”
and ensure that teleworking can be effective during a crisis.
Perhaps most important, government
managers must embrace a different
outlook. Many managers now tend to view
telework as an employee perk, rather than

CONTINUED ON PAGE 30
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!

Agencies solve the information security
challenges, including by developing
secure telework architecture and
authentication solutions.

!

Senior leaders set the tone within their
agencies and ensure that those participating in flexible work arrangements
are held to the same performance
standards—no more and no less—as
their colleagues who do not participate.

!

Agencies use specific metrics to evaluate the implementation and results of
flexible work arrangements. Potential
metrics to assess flexibility programs
include:
• Number of employees using flexible
work arrangements;
• Surveys of employee satisfaction
and attitudes about flexibility;
• Data gathered after continuity of
operation exercises or telework
stress tests to determine whether IT

systems supported remote work;
• Feedback from focus groups or
surveys before, during and after
pilots to identify issues needing
attention and measure key results;
• Feedback from employee exit
surveys on the extent that the lack
of flexible work arrangements influenced employees to leave;
• Impact of flexible work arrangements on agency ability to recruit
and retain needed talent;
• Savings from reduced travel and
expanded online collaboration tools;
and
• Savings from reduced employee
relocation costs.
Finally, we recognize that agencies may be
at different stages in implementing flexible
work arrangements programs and may be
facing different—and unique—challenges.
To address this, On Demand Government
also outlines a flexible work arrangements

maturity model that addresses barriers to
expanded use of flexible work arrangements and guides agencies through the
stages of flexibility implementation. The
maturity model features four core
elements critical to the success of a flexible work arrangements program: culture,
resources, management and strategic
integration. All important stakeholders—
including agency leaders, program coordinators, managers, employees and labor
unions—play key roles in developing,
sustaining and advancing the maturity of
a flexibility program.
Bob Lavigna, IPMA-CP, is an assistant vice
chancellor – HR, for the University of
Wisconsin – Madison. He previously served as
vice president of research for the nonprofit
Partnership for Public Service. Lavigna is also
an IPMA-HR past-president and has served in
federal, state and local government. He
frequently speaks at events sponsored by
IPMA-HR and other organizations. Lavigna
may be reached by e-mail at
rlavigna@ohr.wisc.edu. —N

Pay Increases Suspended; State Governments
Especially Hard Hit

I

n a survey released July 30, IPMA-HR and Fox Lawson &
Associates, a division of Gallagher Benefit Services, found that a
high percentage of employee increase and pay structure budgets were
frozen or suspended for this year.

Sixty percent of all organizations reported suspending pay increases
and 44 percent reported suspending pay structure increases. State
governments appear to be especially hard hit by the suspension of
employee increases and pay structure increases with 91 percent
reporting pay freezes and 73 percent of state suspending pay
structure adjustments.
“The findings of this survey are consistent with data that we have
been reviewing from other sources. The impact of the current
economic conditions is not only having a direct effect on pay now,
but will likely have an impact on the work environment in the
future,” said Jim Fox, of Fox Lawson & Associates.
The survey asked IPMA-HR members to answer the question,
“What actions and changes, if any, has your organization taken or is
planning to take in regards to your pay system to address the current
economic conditions?” Common actions taken by organizations
participating in the survey included:
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!

Eliminating or suspending pay for performance programs (23%)

!

Conducting a compensation study (19%)

!

Eliminating or suspending incentive and bonus plans (18%)

!

Postponing a compensation study or lengthening the time
between salary surveys (14%)

!

Lengthening the time between pay increases (13%)

For 2010, employee increase budgets were forecasted by organizations at less than one percent. Only eight percent of responding
organizations have made no changes to their pay systems due to
economic conditions and only three percent expect to make no
changes during the rest of 2010.
Data was collected from 317 government employers across the
country between June 29 and July 13.
IPMA-HR and Fox Lawson will continue to conduct short, online surveys
regarding pay administration related topics throughout the remainder of
2010. If you have any questions regarding this survey, please contact
Bruce Lawson, either by e-mail at blawson@foxlawson.com, or by phone
at (602) 840-1070, or Jim Fox, either by e-mail at jfox@foxlawson.com,
or by phone at (651) 635-0976. —N
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MEMBERSHIP MATTERS
Certification Corner
Congratulations to these newly
certified individuals!
Michael Arnold, IPMA-CP,
SPHR
Human Resources Director
Pinal County Human
Resources
Florence, Ariz.
Kimberly Crum, IPMA-CP
Human Resources Director
City of Tampa, Fla.
Janet Curry, IPMA-CP
Human Resources Manager
Town of Farraqut, Tenn.
Amy Day, IPMA-CP
Recruitment Manager
Safework, Inc.
Sacramento, Calif.
Melisa Geringer, IPMA-CP
Human Resources Director
Town of Parker, Colo.
Elayne Henderson, IPMA-CP
Human Resources Director
City of Rocky Mount, N.C.
Cecilie Hendrix, IPMA-CP
Human Resources Director
Town of Fishers, Ind.

Amy Nixon, IPMA-CP
Senior Human Resources
Analyst
State Corporation Commission
Richmond, Va.
Barbara Olivier, IPMA-CP
Assistant HR Director
County of Riverside
Riverside, Calif.
Orah Reed, IPMA-CP
Human Resources Director
Glynn County Board of
Commissioners
Brunswick, Ga.
Frances Robichaux, IPMA-CP
Human Resources Manager
Jefferson Parish Personnel
Department
Jefferson, La.
Jill Ross, IPMA-CP
Human Resources Director
City of Jacksonville, Ark.
Michael Smith, IPMA-CP
Administrator HR
Little Rock National Airport
Little Rock, Ark.

Member News
The Association was saddened to learn of the death of longtime
member Warren Barclay. Barclay worked for the New Jersey Civil
Service Commission as chief of research projects and public records.
Barclay was active in the New Jersey Chapter, the Eastern Region,
and the association. He also was a longtime member of the American
Society for Public Administration (ASPA).
Lee Brown, IPMA-CP, SPHR, retired on July 26. At the time of his
retirement, Brown was the HR manager for the city of Orlando, Fla.
Mary Bullock, IPMA-CP, retired on August 1. Bullock worked for
the city of Chesapeake, Va., for 32-and-a-half years. She was the
director of human resources at the time of her retirement.
Bob Lavigna, IPMA-CP, has begun work as the assistant vice chancellor for human resources (HR director) at the University of
Wisconsin, Madison. Lavigna worked previously as the vice president
of research for the Partnership for Public Service. Lavigna, who
served as IPMA-HR president in 2004, is a recipient of the Warner
Stockberger Achievement Award and is an honorary life member of
IPMA-HR.
Barbara Olivier, IPMA-CP, has been appointed as the assistant
county executive officer/HR director with Riverside County, Calif.
Olivier worked previously as the assistant HR director.
Tina Stevens, PHR, CEBS, FLMI, director of human resources for
the Virginia Municipal League Insurance Programs, recently
completed the requirements for the designation of Certified
Employee Benefits Specialist (CEBS), awarded by the International
Foundation of Employee Benefit Plans and the Wharton School of
the University of Pennsylvania. —N

Patricia Hoppenstedt,
IPMA-CP
Human Resources Director
Village of Schaumburg, Ill.
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ASSESSMENT PRODUCTS AND SERVICES
PUBLICATIONS AND SERVICES ORDER FORM
A. ORDER

B. AUTHORIZATION

We have a Test Security Agreement on file at IPMA-HR and wish to order the following items:

This section must be completed by an official who has
signed the Test Security Agreement with IPMA-HR.

PUBLICATIONS
QUANTITY

x

UNIT COST = TOTAL COST

EL-PO 100 Series Candidate Study Guide

$12

Assessment Center Educational Materials

$299
$80
$80

Public Safety Oral Interview Handbook
Test Administration Handbook

CUSTOMER ID#

NAME

TITLE

AGENCY

Considerations in Test Accommodations

FREE*

SHIPPING / STREET ADDRESS

Considerations in Implementing
Selection Procedures

FREE*

CITY

Considerations in Addressing
Adverse Impact

FREE*

COUNTRY

Considerations in Handling
Item Challenges

FREE*

STATE / PROVINCE

ZIP CODE

PHONE #

EMAIL

TOTAL:
* Only available in electronic format, please provide email address in Section B.

SERVICES
QUANTITY

x

SIGNATURE

UNIT COST = TOTAL COST

** PAID PUBLICATIONS
ARE NON-REFUNDABLE**

Requests for the following items are for electronic information packets further describing each
respective service. Each packet will include instructions on how to proceed with ordering the
service, as well as current pricing information.
Please provide an email address in Section B to receive these packets.
Customization Packet
Police Customization Packet

FREE

Fire Customization Packet

FREE

Generic First-Line Supervisor
Customization Packet

FREE

DATE

Please send information about participating in our test
development projects. Go to http://www.ipma-hr.org/
assessment/development for details.

C. BILLING
Please reference the attached purchase order
on my invoice
My Billing Address is different from my
shipping address:
ATTENTION

Semi-Stock Customization Packet
Police Semi-Stock Customization Packet

FREE

Fire Semi-Stock Customization Packet

FREE

Inspection Copy
Job Analysis Service Packet

FREE

Transportability Study Service Packet

FREE

IPMA-HR’s ECC-RJP 101 Realistic Job
Preview – Now Available!
IPMA-HR has an exciting new product to assist ECCs in
weeding out prospective candidates who do not
understand the true nature of the job, including the
responsibilities involved in working in an ECC. The ECC
Realistic Job Preview (RJP) has been designed for use in
the recruitment of entry-level ECC staff (call
takers/dispatcher).
RJPs are used for jobs that have high turnover, low morale and low productivity due to
the fact that some employees do not enjoy certain aspects of the job. RJPs aim to
provide prospective employees with a realistic preview of the job. This enables them to
self-select out of the process if they decide they are not a good fit for the job. This is even
more important now due to hard economic times and tightened budgets. ECCs do not
want to waste precious resources on employees who are not a good fit for the job.
When you purchase the ECC-RJP 101, you are purchasing the right to use the RJP for as
long as you like. Unlike most of our products, you pay a one-time fee to use the product
on an unlimited basis. To learn more about our new product and pricing information, visit
Prices
availability of publications and services
described here may change.
us
at and
www.ipma-hr.org/assessment.
—N information.
Please visit us on the web for the most up to date

| 32 | SEPTEMBER 2010

AGENCY

ADDRESS

CITY

STATE / PROVINCE

ZIP CODE

I would like to order by credit card
Please bill my:

Visa

Mastercard

NAME ON CARD

CARD #

EXPIRATION DATE

SIGNATURE

PHONE NUMBER

TO ORDER
(800) 381-TEST (8378)
(703) 684-0948
1617 Duke Street,
Alexandria, VA 22314
INTERNET: testing.ipma-hr.org
CALL:
FAX:
MAIL:

If you do not receive confirmation within 24 hours
of faxing your order or sending your order online,
please contact the assessment department at
(800) 381-TEST (8378) or assessment@ipma-hr.org.
Photocopy this order form and send to IPMA-HR.

HR NEWS MAGAZINE

TESTING ORDER FORM
A. ORDER

B. SHIPPING INSTRUCTIONS

We have a Test Security Agreement on file at IPMA-HR and wish to order the following test(s):
We are in the process of renaming our tests. If you are a returning customer, go to
http://www.ipma-hr.org/assessment/tests/key to familiarize yourself with the new test names.
TEST/PRODUCT TITLE

QUANTITY

x

UNIT COST = TOTAL COST

POLICE SERVICE TESTS & PRODUCTS
PO-EL 101 (TIP)

$15.00

PO-EL 102 (TIP)

PO-EL 201-NC (TIP)
PO-EL 202-NC (TIP)
PO-EL 203-NC (TIP)
PO-EL 301 (VID)
Format:
VHS
DVD (included in unit cost)
PL 301
PSUP 201

PSUP 202

$15.00

$15.00
$15.00
$15.00
$6.00

PSUP 203

PO-BDQ 201-NC (see scoring below for addt’l fees)
PO-RCE 102 (VID)
DVD (included in unit cost)

$7.50

FIRE SERVICE TESTS & PRODUCTS
FF-EL 101

FF-EL 202 (TIP)

$15.00

FF-EL 301-NC (TIP)

FF-EL 302 (TIP)

$15.00

This section must be completed by an individual who
has signed the Test Security Agreement with IPMA-HR.
CUSTOMER ID#

TITLE

AGENCY

$15.00

FL 102
FF-RCE 102 (VID)
DVD (included in unit cost)

$7.50

CORRECTIONS TESTS & PRODUCTS
CO-EL 101

C. AUTHORIZATION

NAME

FF-EL 201-NC (TIP)

FF-RCE 101 (VID)
Format:
VHS

Rush shipping, via UPS 2nd Day or Next Day. $20 +
10% of order total.

$12.50

FF-EL 102

FL 101-EM

Confirming telephone order — do not duplicate.
PLEASE CHECK ONE:
Free shipping, via UPS Ground. 2 to 7 business days
shipping time depending on location. Free upgrade
to 2nd Day UPS for locations in Alaska & Hawaii.

$15.00

PDET 101
PO-RCE 101 (VID)
Format:
VHS

TESTING DATE (REQUIRED TO RECEIVE CREDIT FOR UNUSED TESTS.)

$12.50

CO-EL 102

CO-EL 201 (TIP)

$15.00

CF-FLS 101

$15.00

CO-BDQ 201-NC (see scoring below for addt’l fees)

$6.00

CO-RCE 101 (VID)
Format: VHS

$7.50

CO-RCE 102 (VID)
DVD (included in unit cost)

SHIPPING / STREET ADDRESS (NO PO BOXES)

CITY

STATE / PROVINCE

ZIP CODE

COUNTRY

PHONE #

EMAIL

SIGNATURE

DATE

EMERGENCY COMMUNICATION CENTER TESTS & PRODUCTS
$12.50

ECC-EL 101
ECC-EL 102 (AUD)

$12.50

Audio Format ECC-EL 102 (AUD):

CD

VHS

Cassette

ECC-EL 201 (VID)
Format:
VHS

$15.00

DVD (included in unit cost)

$15.00

ECC-FLS 101

ADMINISTRATIVE TESTS & PRODUCTS
Administrative Support Modules (List modules below)

(see below)

CASM-1 (5 modules)

(see below)

CASM-2 (3 modules)

(see below)

ADMINISTRATIVE TEST PRICING:
One module at $5.50; two modules at
$8.00. Any additional modules at $1.50.
Cumulative price is per candidate.
HAND SCORING: One scoring stencil
will be provided for each test title. Extra
scoring stencils may be rented for $10.00.
Only one stencil may be provided for
every 50 tests ordered. Corresponding
answer sheets will be provided.
SCORING SERVICE: Please fill in an
appropriate fee of $40.00 for each test title
ordered, plus $0.50 for each answer sheet
to be scored. Please allow up to 72 hours
for results to be processed.

ADMINISTRATION FEE
($90/each test item ordered)

Hand (quantity per test)
Scoring Service
Answer Key

You will be billed after your order ships. Unused test
booklets will be accepted for credit towards your
original invoice if returned within 2 weeks of your
scheduled test date. A credit memo will be sent once
your return is received.
Please reference the attached purchase order
on my invoice
My Billing Address is different from my
shipping address:
ATTENTION

AGENCY

ADDRESS

CITY

STATE / PROVINCE

ZIP CODE

SUBTOTAL
MEMBERSHIP DISCOUNT

(5% discount for IPMA-HR Agency
membership)

SUBTOTAL WITH DISCOUNT

ANSWER KEY: A list of answers will be
included for each test title at no charge.
No answer sheets will be provided.

RUSH SHIPPING

BACKGROUND DATA QUESTIONNAIRE:
BDQ’s must be returned to IPMA-HR to
be scored. Please include an appropriate
charge of $45.00, plus $0.50 per answer
sheet to be scored.

TOTAL:
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D. BILLING

(If applicable. See section B
for fee schedule)

TO ORDER
(800) 381-TEST (8378)
(703) 684-0948
1617 Duke Street,
Alexandria, VA 22314
INTERNET: testing.ipma-hr.org
CALL:
FAX:
MAIL:

If you do not receive confirmation within 24 hours of
faxing your order, contact us at (800) 381-TEST (8378)
or assessment@ipma-hr.org. Photocopy this order form
and send to IPMA-HR.

Prices and availability of tests and services described
here may change. Please visit us on the web for the
most up to date information.
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Professional Development Courses
for Public Sector HR Professionals

Trusted professional development designed specifically for public sector HR professionals that:
t Elevates professionalism
t Develops a broader range
t Instills pride
of competencies
t Advances the HR profession
t Enhances job performance
t Improves quality

Bring Public Sector HR Professional Development to Your Agency!
Visit IPMA-HR at www.ipma-hr.org
or call 703-549-7100 to schedule your
professional development course today!

SUCCESSFUL PRACTICES

Leadership Succession Planning
in the IRS
A

re you in the process of reviewing your succession planning
policies and running out of new ideas? Do you have a rapidly
approaching wave of retirees and are concerned with how to avert a
crisis when your workforce is drastically cut? Look no further! The
purpose of IPMA-HR’s Successful Practices Taskforce is to
encourage excellence in public HR by providing information to our
members about programs that have been successful in the public
sector. IPMA-HR is collecting case studies on successful practices
in HR. If you have a practice you would like to submit, please email it to IPMA-HR Senior Director of Government Affairs and
Communications Tina Ott Chiappetta, at tchiapetta@ipma-hr.org.
The Internal Revenue Service’s largest division—the Wage and
Investment Division (W&I)—employs more than 50,000 employees
and managers. Within the next five years, nearly 40 percent of
managers and 75 percent of executives will be eligible for retirement.
Due to this surge in expected retirement, W&I implemented a division-wide succession planning tool called Leadership Succession
Review (LSR) in an attempt to avoid a leadership crisis.
The LSR was developed in early 2006 by an IRS Human Capital
Office project team and was designed to help identify, at earlier
stages in their career, individuals with leadership capabilities. A few
months after development, W&I was chosen as one of two pilot
divisions to test out this new process. The pilot program lasted
approximately six months and was repeated one year later.
The LSR is a highly-structured process that detects competency
gaps as well as gaps in bench strength, and it provides people who
want to lead with opportunities to develop their leadership ability.
The LSR consists of four stages: 1) Gather data, 2) Conduct talent
review discussions, 3) Roll-up LSR information to Senior Leaders,
and 4) Provide individual feedback and development ideas. (Details
of the activities that occur in each step can be found on the IPMAHR Web site at the following link: http://www.ipmahr.org/sites/default/files/pdf/BestPractices/LeadershipIRS.pdf.)
Throughout conducting the LSR, the IRS has learned that the
structure of the process must be retained. One of the program’s main
strengths is that it is highly structured. It requires employees to
perform an established series of activities in a tight timeframe. The
more exceptions that you allow, the harder it is to reign people in to
finish the process. Also, the LSR forces people to have tough
conversations about their subordinates’ ability to move up in the
organization. If you give the managers any flexibility to not have
these conversations, then they won’t.
Additional lessons learned are to make sure all participants have a
common understanding of the competencies and how they apply to
their individual organizations. Unless everyone is on the same page
with respect to how to rate the competencies, the results will be
WWW.IPMA-HR.ORG

meaningless. Lastly, there needs to be a commitment of resources to
provide the developmental activities that are selected in Stage 4. If
the participants think that they won’t be able to get the development
they need, they won’t see any value in the process.

Additional information, including detailed steps of this program and
evaluation techniques can be found on the IPMA-HR Web site, at
http://www.ipma-hr.org/hr-resources/successful-practices. If you have
developed a new “Successful Practice,” we would love to hear from
you! Currently we are accepting practices in all areas but are especially
searching for practices regarding employee engagement, training and
development, and outsourcing and privatization. Please submit your
practices to IPMA-HR Senior Director of Government Affairs and
Communications Tina Ott Chiappetta at tchiappetta@ipma-hr.org. —N
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NEWS
International Pub lic M anag ement A ssoc iatio n fo r Human Reso urc es
2010 IPMA-HR

International Training
Conference & Expo

DEVELOP

October 2-6, 2010
Sheraton Seattle Hotel | Seattle, Washington
Professional Development. Choose from a
variety of pre-conference workshops and
25+ educational sessions presented by
leaders in the human resources field.
Save Your Agency Time and Money. Learn
about real-world solutions to the problems
your agency is facing. Reap the benefits of
best management practices, success
stories, tools, and practical solutions.

LEARN

Recertification Credits. Earn up to eleven
points toward your IPMA-CP or IPMA-CS
recertification.
IPMA-HR Expo. Explore the latest cuttingedge products and services for the public
sector.

or the
Join us fent’s
Presid e
Welcom t the
na
Receptio eedle!
Space N

Build Your Professional Network.
Take advantage of unparalleled
networking opportunities and
the chance to learn best
practices from public sector
HR innovators.

EXPLORE

NETWORK

Register Today!

Visit www.ipma-hr.org or call (703) 549-7100 to learn more.
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NEWS
Register Today for the 2010 IPMA-HR
International Training Conference
Earn Points Towards Recertification
R
egistration is still open for the 2010 IPMA-HR International
Training Conference & Expo, which is being held October 26, 2010, at the Sheraton Seattle Hotel in Seattle, Wash. The conference will provide public sector HR professionals and managers a
forum to learn and exchanges ideas and practices in the everchanging and challenging field of human resources. With more than
20 educational sessions, HR executives, managers and other professionals will have the opportunity to discuss and share visions, directions, lessons-learned and relevant issues.

Don’t Wait to Make Your Hotel Reservation
The Sheraton has set aside a limited block of rooms for IPMA-HR
conference delegates at a special rate of $189 (+tax) per night
(single/double). The special conference rate is in effect until
September 9, 2010. All rooms are available on a first-come, firstserved basis or until the room block is at capacity. After September
9 or when the room block is filled, reservations will be taken on a
space- and rate-available basis only. Reservations can be made by
calling the Sheraton directly at (800) 325-3535. Be sure to mention
the IPMA-HR Conference.

Earn up to 11 points toward your IPMA-CP or IPMA-CS recertification by attending this conference. Plus, see the latest cutting
edge products and services for the public sector HR professional at
the IPMA-HR Expo featuring employee benefit packages, professional development programs, training programs and materials, and
much more.

Questions about the conference can be directed to the IPMA-HR
meetings department by e-mail at meetings@ipma-hr.org. Please
continue to check the conference Web site for updates by going to
www.ipma-hr.org. —N

Top 5 Reasons you MUST Attend the 2010
IPMA-HR International Training Conference
1. Build your network. In difficult economic times, your
professional network is your single most important asset.
Build your network at the IPMA-HR Conference.
2. Build your skill set. Having a broad array of skills is critical
to your success. You can choose from more than 20 educational sessions and six preconference workshops that will help
you learn and succeed.
3. Learn what’s really happening and what other public sector
organizations are doing to overcome challenges. You will
learn smart solutions for difficult HR problems faced by
many public organizations.
4. Share best practices. The conference serves as the ideal
forum for sharing best practices in public sector HR
performance.

WWW.IPMA-HR.ORG

5. Get a great return on your investment. Taking advantage of
the educational program, the unparalleled networking opportunities and the chance to learn best-practices from public
sector HR innovators will save your agency time and money
because you will be learning about real-world solutions to the
problems your agency is facing. By learning what is working
elsewhere, you will make better decisions and avoid costly
mistakes.
During the conference you will meet the best and the brightest
in the public sector HR professions. With more than 20 educational sessions, you and your agency will reap the benefits of best
management practices, success stories, tools, and practical solutions. You will also have the opportunity to turn your biggest
challenges into your greatest accomplishments when you
learn directly from experts, leaders in the field and fellow
practitioners. —N
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NEWS
Register for Managing Employee Performance
as a Human Resources Business Partner
Classes Start
T
he ways public sector employers at
the federal, state, county and city
levels perform and manage employees are ! October 6
undergoing fundamental changes. As a
result, all agencies share a need for effective employee performance
programs that meet organizational needs and are acceptable to stakeholders. To meet this need IPMA-HR has develop a comprehensive
one-and-a-half day or five-week online seminar for HR practitioners
and public sector decision makers who want to get up to date on
current and emerging concepts related to employee performance
initiatives.

benefit an organization, how to select the performance management
system appropriate for your organization, developing the competencies needed to be a business partner and how to apply them, and
how to apply performance management in your organization.

IPMA-HR’s Managing Employee Performance as a Human
Resources Business Partner seminar examines the how-tos for
creating strategic partnership with HR supervisors and managers to
effectively manage employee performance. Participants have an
opportunity to develop their own action plans for partnering with
management in developing plans for their organizations.

Allow IPMA-HR to assist you and your organization in meeting
professional development goals. Incorporating this employee
performance seminar into your organization’s training program
increases your training resources and maximizes results. IPMA-HR
is committed to keeping the public sector HR professional educated,
informed and at their professional best by bringing the highestquality training and professional education directly to your agency,
saving costly travel and lodging expenses.

This course is designed for senior managers who are interested in
improving organizational performance, HR directors and other HR
specialists whose responsibilities include performance management
or organizational development.
Course content includes defining performance management, understanding and assessing how performance management partnerships

The online class is being offered in partnership with Prince George’s
Community College. The online course fee is $495 for IPMA-HR
members and $595 for nonmembers.

Interested in Bringing This Training
To Your Agency?

Visit www.ipma-hr.org to learn more about IPMA-HR’s Human
Resources Business Partner Course, or contact us, either by e-mail at
meetings@ipma-hr.org, or by phone at (703) 549-7100. —N

IPMA-HR’s Developing Competencies for HR
Success Online Training Starts September 22
D

eveloping Competencies for HR
Classes Start
Success is a comprehensive training
program that teaches the benefits of
! September 22
understanding HR competencies, how to
apply them and how to integrate them into business plans. As a
standalone training program, completing this course is the best way
to become a strategic player within your organization. This course
will help you and your staff shift from managing “people issues” to
managing “people-related business issues.”
Learn about self-assessment, building teams and coaching staff,
resolving disputes and reaching consensus, creating a risk-taking
environment, communication skills, building trust relationships,
using consensus- and coalition-building skills, and more with
IPMA-HR’s Developing Competencies for HR Success.
The online training consists of 11 weekly sessions. Benefits of taking
part in the program online include the following:
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!

You decide when and where to take classes.

!

You can complete the program in 11 weeks.

!

You can continue to work full time while participating
in the classes.

The entire program costs $795 for IPMA-HR members, and
$995 for nonmembers.
Completing IPMA-HR’s Developing Competencies for HR
Success is a step toward certification. At the core of the IPMA-HR
certification program is an appreciation of the importance of HR
competencies. If you or any member of your staff desires to become
certified as an IPMA-HR Certified Professional (IPMA-CP) or an
IPMA-HR Certified Specialist (IPMA-CS), learning the concepts
that are the foundation of this course is a necessary step.
Visit www.ipma-hr.org to learn more about IPMA-HR’s Developing
Competencies for HR Success, or contact us, either by e-mail at
meetings@ipma-hr.org, or by phone at (703) 549-7100. —N
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RECRUITER SERVICE
Chief Human Resources Officer
Oregon Department of Transportation
Salem, Oregon
Salary Range: $78,780-$116,016
Job Description: The Oregon Department of Transportation was
established in 1969 to provide a safe, efficient transportation
system that supports economic opportunity and livable communities
for Oregonians. ODOT develops programs related to Oregon’s system
of highways, roads, and bridges; railways; public transportation
services; transportation safety programs; driver and vehicle
licensing; and motor carrier regulation.
The Oregon Department of Transportation (ODOT) has an
exceptional opportunity for an accomplished, progressive, innovative
leader to serve as the chief human resource officer (CHRO).
Applicants should have a proven history of providing leadership in all
functional areas of human resources for a dynamic and complex
organization. Reporting to the deputy director of central services, the
position aligns, empowers and inspires a staff of 54 HR
professionals and technicians to implement strategic HR vision and
direction in support of the department’s mission. Human resources
provides services that include organization and employee
development, employee and labor relations, training, personnel
record maintenance, recruitment and classification and
compensation. The biennial operating budget for the unit is
approximately $9.9 million. The chief human resources officer will
lead, plan and direct the HR functions for the Department of
Transportation and provide strategic direction for managing and
developing ODOT’s work force. The CHRO establishes goals, systems
and controls to ensure that the department’s human resource
programs are carried out in accordance with relevant laws, rules,
regulations and labor contracts. The CHRO is responsible for the
design, development, delivery and evaluation of all human resource
programs for the department and is charged with creating and
maintaining a professional and progressive HR business unit. This
position is located in Salem, Oregon. As a Chief Human Resources
Officer you will:
• Provide leadership and direction to manage the HR branch
services, programs and activities directly and through the HR
management team. Major programs include employee and labor
relations, human resource development, employment and
retention, business operations, EEO/ADA/AA/Diversity, and HR
program services.
• Act as chief advisor in the development and implementation of
strategic long-range vision, goals, policies and systems to meet
the current and future HR needs of the department; ensure the
full compliment of HR services are provided to the operating
divisions of the department.
• Represent ODOT on various management teams, statewide
boards and committees, and national or regional transportation
organizations. Act as primary liaison with the Human Resources
Division of the Oregon Department of Administrative Services.
Participates as a member of the ODOT Central Services
Management Team.
• Act as the chief spokesperson for ODOT in the management of
the collective bargaining process and all HR related matters.
Maintain collaborative working relationships with the two unions
representing ODOT employees.
• Assess the delivery of human resource services to ensure that
modifications and corrective measures occur that continually
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improve effectiveness and efficiency to meet changing business
needs.
• Serve as a member of the department’s executive team.
Job Requirements: Position Qualifications include six years of
management experience in a public or private organization which
included responsibility for each of the following: a) development of
program rules and policies, b) development of long- and short-range
goals and plans, c) program evaluation, and d) budget preparation.
NOTE: Candidates with a degree in human resource management,
organizational development, industrial relations, business/public
administration or a closely related field; or human resources
professional certification are preferred. A master’s degree in human
resource management, organizational development, industrial
relations, business/public administration, or a closely related field
may substitute for up to one year of experience. For a list of desired
attributes, please refer to the job announcement.
To Apply: Apply online at www.ODOTJOBS.com. Search:
OCDT10273. Position is open until filled; screening to begin August
13, 2010. The Oregon Department of Transportation is committed to
affirmative action, equal employment opportunity and workplace
diversity.

BUILDING
COMPETENCY MODELS
3-Day Certification Workshop

October 19-21
Washington, DC

New

ADVANCED COMPETENCY
MODELING
3-Day Workshop & Forum
Best Practices & Technical/Functional Competencies

November 9-11
Washington, DC
Both programs to be held at the
Georgetown University Hotel & Conference Center.
For more information and to register, go to
www.workitect.com or call 800-870-9490
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CALENDAR
September 19-22 Eastern Region Conference
Adlephi, Md.

Visit www.ipma-er.org for more information.

September 22

Online Course: Developing
Competencies for HR Success

Visit http://www.ipma-hr.org/professionaldevelopment/online-courses for more
information.

October 2-6

2010 International Training
Conference & Expo

Sheraton Seattle Hotel & Towers, Seattle, Wash.

Contact IPMA-HR Director of Membership
and Professional Development Jessica Allen at
jallen@ipma-hr.org or visit http://www.ipmahr.org/professional-development/conferences/2
010-ipma-hr-international-conference-expo for
more information.

October 6

Online Course: Managing Employee
Performance as an HR Business Partner
Visit http://www.ipma-hr.org/professionaldevelopment/online-courses for more
information.

Game
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Job Design
The job redesign practices of many organizations are fundamentally
alternative work arrangements much more so than they are fundamental changes in the ways in which the jobs themselves are
designed. Job design is more about job content than about job context.
Its focus is on the characteristics and expectations of the specific job
functions to be performed. Organizations need to go beyond
telecommuting, compressed workweeks, and flexible work schedules
to a more fundamental redesign of jobs themselves. The biggest
hurdle may be to abandon the deeply embedded paradigm of fitting
people to jobs rather than to fitting jobs to people. This change will
be especially important when addressing the older workforce. Most
organizations, especially in the public sector, have closely linked pay
and retirement systems directly to the job classification process.
If continuing to work and contribute productively were up to many
older workers, they would continue to do so. Organizations, though,
need to develop policies and practices that allow older workers to
remain at work without retirement rules that penalize working
beyond a certain age, or to allow them to shift to a lower paying job,
or even to custom-design a job that capitalizes on the skills and experiences of these workers that provides satisfaction while also
contributing to the organization.
Whatever actions are ultimately taken, it will be the HR professional who must both advocate for as well as implement and
manage these fundamental changes. The essence of workforce
planning is to think long term, to plan for the future, and especially
be flexible and innovative.

PRODUCTS & SERVICES
Entry-level and promotional
test products, services, and
publications for public safety
and non-public safety personnel.

Consultants To Management
Santa Fe, NM
Atlanta, GA
505.466.9500
770.551.0403
Fax 505.466.1274
Fax 770.339.9749
email: mercer@mindspring.com

Pinpointing Workable Solutions
from Our Offices Nationwide

This is not a zero-sum process of necessarily both winning as well as
losing. Rather, it is a process with a potential multiplier effect from
implementing policies and practices to maximize the contributions of
the multigenerational workforce that will effectively utilize the skills
and experiences of all workers to enhance the organization’s capacity
for sustainability and growth.

Dr. Thomas J. Calo, IPMA-CP, is an assistant professor of management
in the Franklin P. Perdue School of Business at Salisbury University,
located in Salisbury, Md. He received his doctoral degree in human
and organizational learning from The George Washington University.
His primary research interests are in business ethics and in the
psychosocial and organizational issues associated with the aging of
the workforce. Prior to his academic career, he was a director of
human resources in both the private and public sectors. Calo is a
certified professional of the International Public Management Association for Human Resources (IPMA-HR), and he currently serves on
the IPMA-HR Publications Advisory Board. —N
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BECOME A MEMBER
OF IPMA-HR
TODAY!
IPMA-HR is THE
source for information,
resources, and
professional
development for
HR PROFESSIONALS
from Federal, State,
Local City and
County Agencies.
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Gain access to the most up-to-date
research & knowledge
!

Weekly, monthly and quarterly publications
keep you up to date

!

24/7 online Research portal - HR Center

!

Government Affairs Updates

Learn from some of the best minds
in the profession
!

Professional development courses,
Webinars, conferences and professional
certification

Connect to a vast network or peers
!

Special Interest Groups, Listservs &
local chapters

Plus, Quality Testing Products & Services
for Law Enforcement & Fire Service

Resources that support
YOUR career and
professional development!

Join IPMA-HR today!
Go to www.ipma-hr.org or call (703) 549-7100
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stems in the mar
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offered
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ered the best solution
solution””
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