
Section 13

HUMAN RESOURCES

Human Resources handles recruitment, hiring, testing, training, time-reporting, benefits, and personnel information for staff.  Human Resources is undergoing transformation, possibly to become a division with a director reporting to the Executive Director.  Both the Human Resources Interim Project Manager, and Human Resources Manager report to the Executive Director.  

TWO TO THREE YEAR OUTLOOK

In 1998, we will continue focus on the objectives laid out in our 1997 Business Plan. Our major focus in 1997 was on outreach to achieve a collaborative partnership with CPUC line divisions, and to be proactive in meeting their expressed needs.   Several critical projects were completed in support of this objective, including streamlined examination and recruitment processes.

During our 1997 survey of Management, we learned that the Divisions’ most critical needs from Human Resources are leadership, communication, and developing alternative strategies to meet hiring needs in a more efficient manner.  During 1998, we will work with our process consultant to address these issues further, and develop more detailed objectives. 

1998 HUMAN RESOURCES OBJECTIVES 

Objective A:
      Streamline and Improve all Human Resources

      Transactions Processes
Strategy 1
Work with a process consultant and division liaisons to examine systems and processes within human resources operation, and develop strategies for creating efficiencies to streamline and integrate critical processes and improve accuracy and timelines of available information by automating these functions.   

                                                                                                            (February)

Strategy 2
Appoint a dedicated, full-time position control specialist to 
oversee roster maintenance and Schedule 8 production.

 








         (March/April)

Strategy 3
Develop and implement position control database on Oracle to

    integrate position information which will allow us to issue

management reports from a single source in a more timely and

efficient manner.                                                                   (April)                                                

Strategy 4
Appoint a Transactions Supervisor to streamline personnel 

transactions processing and to provide day-to-day supervision of

the transactions unit.                                                (March/April)                                                   

Strategy 5 
Designate a full-time Workers Compensation/Return to Work 

Coordinator to manage workers’ compensation claims and develop strategies for early return to work of employees injured on the job.                                                                      (March/April)

Objective B:    Improve Human Resources Interaction with Division

                       Management and Staff and Control Agencies
Strategy 1
Each personnel analyst will conduct monthly meetings with their assigned division(s) to review status of projects and attend to the divisions’ Human Resource concerns.                              (Ongoing)                                

Strategy 2:
Communicate Human Resource policies and procedures by publishing “on-line” an updated edition of the HR portion of the EE handbook.                                                                        (May)

Strategy 3
Refill the vacated Labor Relations Analyst position.  An examination to refill this position is currently in process and interview will be held at the end of February.
Strategy 4
Interaction with the control agencies to be enhanced by engaging in pro-active series of meetings with control agency staff assigned to CPUC.
Objective C:
  Testing/Examining Reform
It is the Commission’s objective to ensure that selection decisions for all positions take place within the spirit of the Consent Decree, and that they result from a rigorous selection process which is fair and documented.  A number of strategies have been established for validating exams and for streamlining the examination process.

Strategy 1
Appoint a Testing Manager.  Interviews will be scheduled for the week of February 23, 1998 to complete the selection process for this position.

Strategy 2
Conduct and administer critical examinations on an on-going

basis in concert with filling key vacancies and ensuring 

promotional opportunities to retain key staff.

Strategy 3
Exam Validation:   Work with Testing Manager or approved

selection consultant to develop a strategy for creating validated 

exams for all existing classifications.                           (June 1999)                     

Strategy 4
Testing Strategies:   Develop alternative strategies/techniques to 

expedite components of the Commission’s existing testing process.                                                                        (June 1999)

Strategy 5
Automated Testing:   Explore options for automating the testing 

function in order to streamline exam processes.           (July 1998)

Strategy 6
Testing Policies:   Develop and disseminate written department 

testing policies and procedures.   Develop methodologies for 

evaluating effectiveness of testing strategies.             (March 1999)

Strategy 7
Augment HR Examination staff to administer needed examinations:  Develop an interagency or inter-jurisdictional agreement with a governmental agency with a well-established testing and validation program to provide support and validation services currently not available from the State Personnel Board.  
Objective D:     Staffing/Recruitment       Conduct vigorous recruitment efforts to enable the Commission to fill all its vacancies so that line programs

can meet their business plan objectives.

Strategy 1
Appoint two project managers to conduct a vigorous recruitment 

campaign addressing critical program vacancies and to review our hiring processes.

Strategy 2
Incorporate program resources into planned recruitment activities 

to maximize recruitment efforts.

Strategy 3
Project Manager to give status reports to Directors to insure 

                     proper monitoring of the recruitment efforts.             (Bi-monthly)

Objective E:    Develop a Training Program Responsive to the Changing

                       Job Demands of CPUC staff

Strategy 1
Long-term Needs: Identify current and long-term program needs by working with senior management. Report to management team.                                          (September 1998)

Strategy 2
Skills Survey:  Identify current employee skill base by conducting a skills survey.                              (September 1998)                                                       

Strategy 3
Skill Development:  During the first half of 1998, identify needed areas for skill development to meet changing program needs. Skills survey will be used on a short-term basis; performance evaluations will be used once they become formalized in 10/96 and 3/97.

Strategy 4
   Training Resources:   Identify external resources for providing 

    formal training.                                                        (June 1998)

Strategy 5
Staff Development:   Work with HR Task Force to create informal development opportunities such as rotation, training and development assignments).                       (December 1998)                              

Strategy 6
    Skills Database:   Identify in-house resources by using skills 

    survey to create a skills database.                   (September 1998)

Strategy 7
Leadership Training:  Develop resources for providing managers with ongoing training in effective leadership.    

                                                                                                 (December 1998)

Strategy 8        Process individual employee training requests.           (Ongoing)                  

Strategy 9
    Develop methodology for tracking effectiveness of training 

                         Programs.                                                                (June 1998)

Strategy 10
    Automate training function to expedite processing of training 

                        requests and facilitate management reports as required under

                        the Consent Decree.                                                 (June 1998)                                              

Strategy 11
  Reactivate the Training Steering Committee.  Convene first 

                        meeting in March 1998.

Objective F:   Maximize use of current HR resources by developing

performance contracts between HR and Divisions to prioritize HR workload.                       
Objective G:   Evaluate Classification Structure to implement Vision 2000 

Strategy 1
Establish a Task Force to review classifications to incorporate needed changes to reflect reorganization and Vision 2000 concepts.

Strategy 2
Review and identify processes for participation in the State Personnel Board’s Demonstration Project Authority. Assess suitability of Broad Banding to current CPUC structure and objectives.

HUMAN RESOURCES KEY PERFORMANCE INDICATORS

Within the strategies to achieve each objective are deliverables with due dates, and these serve as measures of Human Resources performance.   

RESOURCES

Objective
Authorized
  Filled
  Vacancies






A - Streamline and Improve all 

     Human Resources Transactions

     Processes
         13
      13







B - Improve HR Interaction with 

     Division Management and Staff


         
        
          






C - Maximize use of current HR 

      resources

          
        
           






D - Evaluate classification 

      structure to implement Vision

      2000 Recruitment

           
        







E - Testing/Examining 


          4       
        3
          1

F -  Recruitment
          1 
        1 *



        
      
 

G - Training
          1
        1







                            Totals 
         19
       18 
          1

*  Position temporarily filled by person on loan from Public Advisor’s Office 

Impacts 


At this time, since we do not expect an augmentation to our staff, Human Resources plans to redirect current work among existing staff and improve processing efficiencies in order to accomplish all established objectives.
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