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DETAILS 
 
1. Please provide a brief description of this program.  

Washington State has implemented a comprehensive, enterprise approach to 

advancing the HR profession by integrating communities of practice, cross-agency 

collaboration, statewide workforce tools, and statewide HR leadership. This coordinated 

model is designed to elevate HR from a transactional function to a strategic partner in 

achieving agency missions and meeting the Governor’s workforce priorities. 

Key components include: 

• HR Communities of Practice (20 CoPs) that foster peer learning, knowledge 

sharing, and professional development across agencies.  

• Cross-agency collaboration to implement executive orders and statewide 

priorities, ensuring consistency and alignment in workforce strategies.  

• A suite of statewide workforce tools, including (but not limited to) the Office of 

Financial Management website providing breadth and depth of guidance, the  HR 

Management Report that includes the Workforce Maturity Assessment 

framework, Employee Engagement Survey, Employee Exit Survey, Workforce 

Data website, HR Professional Portal (login required), Executive Order 24-04 

Tool Kit, Statewide HR Compliance Center (login required), HRMS Support Hub 

and Online Reporting System dashboards (login required).  

• Centralized State HR division provides policy guidance, consultation, data 

governance and technical assistance. 
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Together, these efforts create a cohesive ecosystem that strengthens workforce 

management practices, enhances data literacy, and equips HR& payroll professionals 

and agency leaders with the tools and insights needed to make informed, strategic 

decisions. 

2. How long has this program or effort been operational? 

This effort represents an evolution of Washington State’s statewide HR & Payroll 

strategy and has been operational in its current integrated form for over two years. 

Many individual components such as statewide reporting tools and surveys have 

existed longer, but significant enhancements and intentional alignment into a unified 

workforce strategy have occurred within the past 24–36 months. This work supports a 

federated system of approximately 100 general government agencies managing a 

workforce of 77,000+ employees. 

3. Why was this program/effort created? 

The strategic goals were created to address the growing need for HR & Payroll to 

function as a strategic business partner rather than a purely transactional service. 

Agencies required better tools, data, and collaboration mechanisms to: 

• Respond to statewide workforce challenges such as recruitment, retention, 

hybrid work and employee engagement.  

• Implement statewide priorities and executive directives consistently across the 

enterprise.  

• Implement statewide data definitions, standards and governance. 
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• Improve transparency and accountability in workforce data.  

• Build HR & Payroll capability across a decentralized state government structure. 

• Respond to Governor’s workforce priorities. 

Additionally, there was a recognized need to increase workforce management literacy 

among both HR & Payroll professionals and executive leaders, ensuring that decisions 

are data-informed and aligned with organizational goals.   

4. What are the costs of this program/effort?  

Costs are distributed across multiple components and primarily consist of: 

• Staff time for program development, data analysis, collaboration and facilitation 

of communities of practice.  

• Technology investments for dashboard development, survey platforms, and web-

based tools.  

• Ongoing maintenance and enhancements of reporting systems and data 

infrastructure.  

By leveraging existing systems, shared services, and cross-agency collaboration, 

Washington State has minimized the need for significant new funding while maximizing 

the value of existing resources. 

5. How is this program/effort funded? 

 The program is funded through a combination of existing agency budgets, centralized 

State HR resources funding, and enterprise technology investments. Many components 
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are supported through shared services models, allowing agencies to benefit from 

statewide tools and expertise without duplicative costs. 

6. How do you measure the success of this program/effort? 

Success is measured through both quantitative and qualitative indicators, including: 

• Increased utilization of statewide workforce tools and dashboards monitored 

using Google Analytics, community surveys, etc.  

• Improved data quality and consistency across agencies for example – in 2026 we 

have achieved 6 perfect payrolls in a row. No errors reported.  Prior to 2026 

we’ve only had 7 perfect payrolls in the last 20 years – and never back-to-back.  

• Participation and engagement levels in HR Communities of Practice.  

• Employee Engagement Survey results and trends over time.  

• Insights from Employee Exit Surveys informing retention strategies.  

• Feedback from HR professionals and agency leadership on the value of 

centralized support and tools via HR Management Reporting, monthly community 

meetings, etc.  

• Demonstrated use of workforce data in strategic decision-making.  

Collectively, these measures reflect progress in building a more data-driven, 

collaborative, and strategically aligned HR & Payroll community within state 

government. 

7. How has the program/effort changed since its inception? 
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The program has evolved from a collection of individual/siloed tools and one-off 

initiatives into a more integrated workforce strategic framework. Key advancements 

include: 

• Stronger alignment across tools, data, and policy guidance.  

• Introduction of maturity and competency frameworks to benchmark and track 

progress 

• Expanded dashboards and public-facing workforce data to increase transparency 

and consistency in reporting 

• Greater emphasis on data literacy and workforce analytics for HR and Payroll 

professionals.  

• Strengthened HR Communities of Practice as a primary channel for 

communication and continuous learning.  

• More proactive engagement with agency leadership, positioning HR as a 

strategic partner.  

This evolution reflects a shift toward a more mature, enterprise-wide approach to 

workforce management.  Overall, the program now operates as a more integrated 

and forward-looking model, with increased engagement from agency HR and Payroll 

professionals who report feeling better supported and heard. 

8. Can this program or effort be adapted or replicated by other states? If so, 

how?  
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Yes, this program is highly adaptable and transferable to other states. Key elements for 

replication include: 

• Establishing HR Communities of Practice to build professional networks, gain 

experience and share best practices.  

• Developing centralized workforce data tools and dashboards to support 

transparency, data literacy and decision-making.  

• Implementing statewide surveys (e.g., engagement and exit surveys) to gather 

actionable insights from employees and customers.  

• Using a centralized HR function to provide consistent policy guidance, strategic 

consultation and support.  

• Promoting cross-agency collaboration and partnerships to align efforts with 

statewide priorities.  

• Identifying scalable efforts to ensure engagement and success of agencies of all 

sizes. 

 

States can scale these components based on their size, governance structure, and 

available resources. The foundational principle of integrating people, data, and business 

intelligence to elevate HR & Payroll as a strategic partner can be applied in any 

governmental context. 
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Overview of the survey

• 12  Engagement Dimensions

o Each dimension represents 1 - 4 

questions on the survey. 

• 27 Likert Questions

o 5-point scale, Strongly Disagree – 

Strongly Agree

• 3 Follow-up Questions

o Intent to Stay

o Equip Factors

o Engagement

• 13 Demographic Questions

OFM 
12/15/2025
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Participation 

• 84 agencies

• No higher ed in 2025

• Participation rate: 63% 

• Up 1% from 2024

• Down 5% from 2023

OFM 
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• 15 Largest Agencies - Notable changes: 

• DOR: +10 (82-92%)

• AGO: + 9 (79-88%)

• DSHS: +5 (52-57%)

• WSP: -9 (44-35%)

• DOC: -12 (59-47%)

• DOH: -14 (74-59%)



Survey Results



Survey Results: High Scoring 
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+1 +2 +2



Survey Results: Mid Scoring 
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+1 +1



Survey Results: Low Scoring 
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-4 +4



Survey Results: Intent to stay
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Survey Results: Engagement Follow-up
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Survey Results: Equip Factors Follow-up
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Demographics



Demographics Collected 

1. Agency

2. Days Teleworking

3. Time at current agency

4. Public Interaction

5. Supervisor

6. Work County

7. Age

8. LGBTQ+ 

9. Gender

10. Race

11. Veteran Status

12. People with Disabilities Status

13. BRG Participation

OFM 
12/15/2025
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Demographics Participation 

• EES demographic questions are self reported and optional

• Roughly 80% response rate to demographic questions

• Respondents voluntarily provided more demographic information in the EES 

than what is collected during hiring process and recorded in the HRMS

oHigher percentages of self identification for underrepresented groups

o LGBTQ+, Veteran, Disabled

oEES has additional race categories 

oRace is multiselect

OFM 
12/15/2025
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Key Patterns and 
Insights



• Mean engagement index: 3.78 
on a 1–5 scale (Q9–Q11)

•  Over 46,000 valid 
engagement responses

• Reliability remains strong, 
indicating a cohesive and 
stable engagement scale.

• Most responses fall between 
3.5 and 4.0, with a smaller 
group of employees scoring 
lower.

OFM 12/15/2025 23

2025 Engagement Snapshot
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Three-Year Overall Engagement Trend
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2025 Drivers: Telework & Work–Life Balance



• BRG participants: ~3.77

• Non-participants: ~3.74

• Statistically significant 
difference (p ≈ 0.025)

• Modest but consistent 
pattern: BRG involvement 
aligns with higher 
engagement

OFM 12/15/2025 27

2025 BRG Participation and Engagement 



•  Older employees report higher engagement; younger employees score 

lower

• Gender differences small; “Prefer not to say” lowest

• Disability & veteran status groups show lower engagement

• “Prefer not to say” patterns consistently align with lower engagement

OFM 
12/15/2025
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2025 Demographics Highlights



New Tools for 
Agencies
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Qualtrics – AI Features 

Qualtrics Assist: Interactive AI chat built into the dashboard to help 
surface results and move toward action 

Custom Recommendations: Available on each Likert question, the 
tool will walk you through 4 questions before recommending actions, 
with step-by-step action plans based on your input.  

Text Summaries: Available on added open text questions, this tool 
allowed us to categorize and summarize open text fields for fast and 
easy consumption of the information shared by employees. 
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Qualtrics – Assist 

Qualtrics Assist: AI dashboard assistant to quickly highlight important 
survey findings and help users understand their results.
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Qualtrics –Custom Recommendations

Qualtrics Recommendations: Action planning has been updated and infused with interactive AI 
recommendations for acting on agency data. 
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Qualtrics – Text Summaries

Qualtrics Text Summaries: For agencies with open text fields added to the survey we have used the 
TextIQ feature along with AIText summaries to categorize and summarize open text responses.  



Next Steps
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Next Steps

Enterprise & Agency Reporting:

Excel reports: Agencies will be receiving their specific reports, Thursday, 
12/18/25. 

Qualtrics Dashboards: Agencies will receive access to specific reports, Thursday, 
12/18/25. 

Enterprise Dashboard: Agencies will receive access, Thursday, 12/18/25. 
• Dashboard posted to public website, Thursday, 1/16/26 
• Governor’s email to accompany the results posting. 



Questions?



ofm.wa.gov

Scan the QR code to visit 

ofm.wa.gov or find us on 

social media. 

Instagram link

facebook link

LinkedIn link

Instagram link

facebook link

LinkedIn link

For more information

Contact:

• Spencer Nagley| Workforce Research & Policy Analyst

• Mariely Norris| Workforce Research & Analytics Specialist

@StrategicHR@ofm.wa.gov

OFM/State HR/HR Analytics & Systems Section

http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
mailto:StrategicHR@ofm.wa.gov
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Agenda
• HR Management Roll Up Report Overview

o Purpose
o Timeline
o Process
o Focus Areas & Reporting
o Reporting Timeline

• Executive Branch Workforce Landscape
o FY25 Executive Branch Workforce
o Workforce Adaption to External Factors
o Executive Branch Workforce Challenges
o Executive Branch Workforce Opportunities
o Workforce Management Maturity Assessment
o Executive Branch Workforce Maturity
o Governor’s Workforce Priorities
o Recommendations
o Summary

• Questions
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Overview
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HR Management Report Purpose
Facilitating Awareness and Engagement 

Providing senior leadership and partners with clear, agency informed insights into the workforce to 
foster collaboration on strategic initiatives and inform decision-making.

Strategic Alignment 
Identifying HR activities that align workforce initiatives with broader organizational goals, Governor's 
workforce priorities and ensuring that HR efforts support business strategies.

Workplace Culture Insights 
Evaluating key workforce focus areas to gauge workplace culture's health and identify improvement 
areas.

Highlighting HR's Impact 
Showcasing HR contributions by demonstrating how workforce initiatives align with and drive overall 
business success.
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2025 HRMR Project Timeline

• Project 
kickoff

• Report 
outline 
approval

MARCH

• Survey 
questions  
review &  
development

APRIL/MAY

• Survey 
questions 
approval   
(early June)

• Qualtrics setup 
& testing

• Agency 
communication

JUNE/JULY

• HRMR 
Survey 
launch

• SME 
analysis 
resource 
planning

AUGUST

• Survey closes
• Qualtrics 

dashboards
• Survey 

findings 
analysis 

• Report 
drafting

SEP/OCT

• Report 
draft  
internal 
review 

• Comms 
review

NOVEMBER

• Report 
approval

• Roll-Up 
Report 
publication

• Lessons 
learned

DECEMBER
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Presenter Notes
Presentation Notes
The annual HR Management Report project involves a comprehensive process of evidence-based research, survey development, findings analysis and reporting, and continuous improvement actions.  



HR Management Report Process
Scope

• All executive branch agencies were surveyed on core 
workforce topics for the fiscal year.  Agencies responded to 
54 multi-part questions covering a range of workforce 
management areas. For FY 2025 (July 1, 2024–June 30, 2025), 
82 out of 84 executive branch agencies submitted responses. 

• A team of 21 subject matter experts from the OFM State 
HR developed the questionnaire, reviewed agency 
submissions, and conducted the topical roll-up analysis. 

• Generative AI tools, including MS Copilot, ChatGPT, and 
Qualtrics Stats iQ were used to support data synthesis, 
thematic coding, and pattern identification. These tools were 
applied to enhance efficiency and clarity while preserving the 
integrity of agency-provided data. All outputs generated 
through these tools underwent quality assurance and 
control. 

Analytical Framework
• Assessment Factors: 

o Drivers: Factors or conditions that actively promote, 
accelerate, or enable progress toward a goal. 

o Constraints: Factors or conditions that limit, slow, or obstruct 
progress toward a goal.

o Opportunities: Situations or actions that can be leveraged to 
improve outcomes or achieve goals more effectively.

• Agency Size Categories 
o Small agency (53):  1–199 employees. 
o Medium agency (16):  200–699 employees. 
o Large agency (15): 700 or more employees

• Core Function Categories
o Education (8)
o Governmental Operations (39)
o Human Services (14)
o Natural Resources and Recreation (12)
o Transportation (9)

6

Presenter Notes
Presentation Notes
82 participating agencies = 99.9% of the Executive Branch workforce. 




Focus Areas
• Hybrid Workforce and Government Efficiency            

How effectively hybrid work models support our 
adaptability to change.

• Workforce Diversity, Equity, Inclusion, Belonging and 
Access (DEIBA)               
How operational improvements are aligned with and 
enhancing our DEIBA commitments.

• Recruitment and Hiring Efficiency             
How agile we are in responding to emerging hiring 
strategies and evolving challenges aimed at attracting a 
diverse and skilled workforce. 

• Retention Strategies and Workforce Stability 
How workforce stability strengthens service delivery and 
elevates quality of service.

• Succession Planning for Sustainable Leadership          
How succession planning strategy influences performance 
and ensures service continuity.

• Employee Engagement and Its Role in Government 
Performance     
Initiatives we have implemented to improve the workforce 
experience and strengthen change management.

• Labor Relations Collaboration and Support 
Understanding agency’s labor relations activities and 
where additional support or resources should be 
prioritized.  

• Legislative and Policy Impacts on Workforce Efficiency 
Proactive measures taken to remain compliant and ahead 
of evolving legislation.
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Focus Area Reporting
Summary Analysis Layout

Each focus area includes an analysis of Executive 
Branch agency feedback across the following 
dimensions: 

• Drivers

• Constraints

• Opportunities

• Emerging Themes

• Recommendations

8



1/8/2026 91/8/2026 9

Executive Branch
 Workforce Landscape



FY 2025 
Executive Branch 

Workforce

Executive Branch Workforce FY 2025
Headcount 76,451
Represented 59,533
Median Age 45 yrs
Female 47.8%
X/Non-Binary 0.6%
LGBTQ+ 4.9%
Persons of Color 24.0%
Persons with Disabilities 5.6%
All Veterans 5.4%
Vietnam Era Veterans 0.2%
Disabled Veterans 0.8%
Military Spouse 1.2%
Permanent Employees 92.4%
Median Length of Service 6 yrs
Full-time 96.5%
Turnover Rate (Average) 9.3%
Median Annual Base Salary $86,244 
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Presenter Notes
Presentation Notes
This slide shows the size and diversity of the 2025 state government workforce the 2025 report represents - results collected from agencies that represent 99.9% of the executive branch workforce, and the majority of the general government workforce. 




Workforce Adaption to External Factors
Agencies must keep adjusting to change to meet their business needs. Over the past 25 years, budget ups and downs, new laws, technology 
changes, evolving workforce practices, shifting missions, and changes in the workforce have all influenced how the state manages its 
employees. These changes have required the state to adapt to continue delivering essential services to Washington residents. The examples 
below show some of the major external factors that have shaped where we are today:

Period / Year Event Impact Type Workforce Impact

2001–2002 Mild recession Economic downturn Washington froze hiring; reduced revenue led to cuts in education, infrastructure, and administrative 
jobs.

2007–2009 Great Recession Global financial crisis Widespread state layoffs and hiring freezes, furloughs, pay raise freezes. 

2009–2010 American Recovery and 
Reinvestment Act (ARRA) Federal stimulus Temporarily funded jobs in infrastructure, health, education, and unemployment programs; helped 

state and local governments avoid deeper cuts.

2013 Federal sequestration / “fiscal 
cliff” Budget constraint Automatic federal spending cuts impacted defense, science, and some agency staff; trickle-down 

effects on states with federally funded programs.

2020–2022 COVID-19 pandemic Global health crisis Public health systems overwhelmed; remote work exploded; surge in unemployment services, IT, 
contact tracers; long-term shift to hybrid work.

2020–2021 Federal and state hiring freezes Emergency budget 
response

Washington froze most hiring under Directive 20-05.

2021–2022 “Great Resignation” Labor market shift Millions voluntarily left jobs due to burnout, caregiving, and remote work preferences; hardest-hit 
sectors: health care, education, hospitality, government.

2022–2023 Post-COVID inflation and tight 
labor market Economic stressor Hiring challenges in public service especially IT, corrections, health care.

2024–2025 State and local budget tightening Fiscal contraction Forecasted budget deficits lead to renewed hiring freezes, spending curbs, and prioritization of 
mission-critical roles.
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Executive Branch Workforce Challenges

Data & Analytics Workforce 
Sustainability Leadership Practices Capacity & Equity Gaps

Inconsistent Data Use
Data use is expanding in various HR 
areas but lack of consistent 
enterprise practices.

Limited Analytics Capabilities
Limited analytics capacity, 
inconsistent data management, and 
siloed data make it harder to make 
informed decisions and need further 
investment. 

Compensation Pressures
Budgetary constraints added 
constraints to pay flexibility for 
offering compensation incentives.

Advancement Barriers
Lack of promotional opportunities 
or clear career pathways 
continues to drive employee 
departures. 

Varied Leadership Commitment 
Across Enterprise
Inconsistent leadership visibility, cultural 
alignment, and communication practices 
undermine workforce stability, 
engagement, and performance.

Scale Disadvantage Impacts Smaller 
Agencies
Capacity and equity gaps among small and 
medium-size agencies. Small agencies point 
out capacity constraints and “scale 
disadvantage” on resources and staffing. 
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Executive Branch Workforce Opportunities
Operation Optimization Workforce Inclusion & 

Belonging Modernize Recruitment & Retention

Data-Informed Collaboration
Share information and work together across agencies 
to make smarter decisions, avoid duplicate work, and 
keep the workforce steady and efficient.

Establish Tiered Implementation Models
One size does not fit all. Capacity and equity gaps 
among small and medium agencies need different 
levels of support.

Flexible Workforce Models & Analytics 
Enhancement
Expand flexible workforce models and enhance 
analytics capabilities to improve performance, 
inclusion, operational resilience, and strategic 
workforce planning.

Equity-Centered Practices
Embed equity in workforce strategies to improve 
culture, build trust, broaden talent pools, and 
strengthen relationships with constituents.

Structured Engagement Models
Engage employees intentionally to boost morale, 
build trust, and make service to the public more 
responsive.

Competency-Based Hiring
Hire people based on the skills needed to fill roles faster with 
a strong fit to better serve the public.

Retention and Workforce Reliability
Invest in retention strategies to ensure stable service delivery, 
reduce onboarding costs, and sustain a reliable, experienced 
workforce.

Leadership Pipeline Development
Build programs to grow future leaders, so key positions are 
ready when needed and the organization can keep running 
smoothly.

13



Workforce Management Maturity Assessment
Topic Area Emerging Developing Established Optimized

Hybrid Work
Hybrid work is adopted reactively 
with minimal structure or tracking. 
Limited tools or guidance for staff.

Hybrid policies and tools in place 
but inconsistently applied; some 
performance and engagement 
measures tracked.

Hybrid model integrated into 
workforce strategy, measurable 
benefits in productivity and 
adaptability.

Fully embedded in organizational 
culture; data-driven optimization 
of hybrid models supports agility, 
inclusion, and resilience.

Workforce DEIBA
Basic awareness and policy 
statements in place; limited data 
collection or accountability.

DEIBA initiatives active but siloed, 
limited connection to 
performance or policy outcomes.

DEIBA goals are embedded in 
workforce plans, supported by 
data and inclusive practices.

DEIBA is fully integrated across 
systems and culture, continuous 
improvement through 
transparency, metrics, and 
employee voice.

Recruitment and 
Hiring Efficiency

Hiring processes are manual, 
lengthy, and inconsistent, limited 
outreach or DEI focus.

Some digital tools and 
streamlined processes; moderate 
responsiveness to hiring needs.

Data-informed recruitment, 
leveraging workforce analytics and 
diverse pipelines.

Predictive analytics and agile 
hiring models support rapid, 
inclusive, and skill-aligned hiring.

Retention and Workforce 
Stability

High turnover with no systematic 
analysis; retention addressed case 
by case.

Data collection on turnover and 
retention trends underway; basic 
strategies in use.

Retention strategies tailored to 
workforce segments; integrated 
with engagement and 
development efforts.

Predictive retention modeling and 
adaptive policies sustain 
workforce stability and service 
continuity.

Succession Planning No formal succession planning; 
reliance on ad hoc replacements.

Emergency or role-specific 
planning in place; limited 
leadership pipeline development.

Agency-wide succession 
framework implemented; 
leadership development 
embedded.

Continuous succession planning is 
integrated with workforce 
analytics, learning, and strategic 
forecasting.

Employee Engagement and 
Government Performance

Engagement measured 
inconsistently, limited connection 
to organizational outcomes.

Regular surveys and pulse checks; 
improvement actions identified 
but unevenly executed.

Engagement initiatives linked to 
performance, innovation, and 
retention outcomes.

Engagement embedded in 
continuous improvement, culture 
of collaboration and feedback 
drives performance excellence.

Labor Relations Collaboration 
and Support

Reactive engagement with labor 
partners; minimal consultation or 
shared problem-solving.

Regular engagement but limited 
consistency or documentation; 
guidance occasionally sought.

Proactive collaboration with 
unions; established protocols for 
communication and issue 
resolution.

Strategic labor-management 
partnerships drive innovation, 
trust, and shared workforce 
priorities.

Legislative and Policy Impacts 
on Workforce Efficiency

Reactive compliance with limited 
monitoring; policy impacts 
understood after implementation.

Compliance processes structured, 
early awareness of major 
legislative changes.

Proactive policy review and 
alignment; participation in 
legislative feedback loops.

Anticipatory governance model: 
predictive assessment of 
workforce and policy impacts 
enhances agility and efficiency.
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Presenter Notes
Presentation Notes
Assessment model is to provide an enterprise-wide view of workforce maturity, not a detailed evaluation or comparison of individual agencies or functions. It also provides shared benchmarks and common practices that agencies can use to understand where they are today and what improvements may be needed.
This maturity chart reflects the initial version of the model used for the 2025 report, but is designed to evolve and will be refined over time based on workforce needs, priorities, and expectation changes.





Executive Branch Workforce Maturity
FY 2025 Workforce Maturity Snapshot 

Washington’s Workforce Landscape
o Established areas:  

Employee Engagement, Retention, Labor 
Collaboration

o Areas requires more enterprise investment:
Hybrid Work, DEIBA, Recruitment & Hiring, 
Succession Planning, Legislative & Policy 
Integration

Continued focus on cross-agency analytics and 
leadership pipelines will accelerate progress toward an 

optimized, equitable workforce model.
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Governor’s Workforce Priorities
Washington’s executive branch workforce maturity aligns closely with the governor’s enterprise priorities of 
Government Efficiency and Customer Service and Workforce Experience. 

Government Efficiency
Core Enablers Maturity Level Strategic Impact

DEIBA Developing Equity-centered practices strengthen workplace culture and constituent trust.

Employee Engagement Established Structured engagement drives morale, trust, and service responsiveness.

Hybrid Work Developing → 
Established

Flexible models sustain continuity; improved analytics can optimize performance and inclusion.

Retention and Stability Established Strong retention supports consistent service delivery and workforce reliability.

Customer Service & Workforce Experience
Core Enablers Maturity Level Strategic Impact

Labor Relations Established Data-informed collaboration and structured engagement improve efficiency and workforce stability.

Legislative and Policy 
Integration

Developing → 
Established

Shared frameworks enhance policy consistency and anticipatory governance.

Succession Planning Developing Building leadership pipelines supports long-term continuity and readiness.

Recruitment and Hiring Developing Competency-based hiring improves role alignment and response time to workforce needs.
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Recommendations
Invest in Shared Infrastructure
• Develop and/or enhance enterprise toolkits and training
• Leverage agency successes to support the enterprise and reduce redundant efforts 
• Standardized workforce data and metrics for the enterprise
• Have tiered resources and scale tools to need

Enhance Resilience
• Embed succession, hybrid, and retention strategies into continuity planning
• Scale mentorship, onboarding, and internal mobility programs

Taking Steps for Leadership Accountability
• Include DEIBA, engagement, and retention in executive performance measures
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In Summary

To strengthen government performance through workforce practices:

• Scale what works

• Simplify what’s complex

• Share what’s valuable

• Invest in enterprise tools and resources

• Align workforce strategies to mission, policy, and service delivery

18
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Questions?



Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

For more information

Contact:

OFM – State Human Resources
Strategichr@ofm.wa.gov

http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
mailto:Strategichr@ofm.wa.gov
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Agenda
• Report Overview

o Purpose
o Reporting focus areas

• 2025 Workforce Landscape
o Drivers, challenges and opportunities
o Workforce Management Maturity Assessment
o Governor’s workforce priorities
o Recommendations summary

• OFM Challenges and Opportunities: Growth & 
Development
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Report Overview



HR Management Report Purpose
Facilitating Awareness and Engagement 

Providing senior leadership and partners with clear, agency informed insights into the workforce to 
foster collaboration on strategic initiatives and inform decision-making.

Strategic Alignment 
Identifying HR activities that align workforce initiatives with broader organizational goals, Governor's 
workforce priorities and ensuring that HR efforts support business strategies.

Workplace Culture Insights 
Evaluating key workforce focus areas to gauge workplace culture's health and identify improvement 
areas.

Highlighting HR's Impact 
Showcasing HR contributions by demonstrating how workforce initiatives align with and drive overall 
business success.
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2025  Focus Areas & Reporting Format
• Hybrid Workforce and Government 

Efficiency

• Workforce Diversity, Equity, 
Inclusion, Belonging and Access

• Recruitment and Hiring Efficiency 

• Retention Strategies and Workforce 
Stability

• Succession Planning for Sustainable 
Leadership 

• Employee Engagement and Its Role in 
Government Performance

• Labor Relations Collaboration and 
Support 

• Legislative and Policy Impacts on 
Workforce Efficiency

Summary

Analysis Layout
• Drivers
• Constraints

• Opportunities
• Emerging Themes

• Recommendations
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2025 
Executive Branch

 Workforce Landscape



Workforce Drivers

Flexibility 
as 

Stability

Equity & 
Innovation under  

Recruitment 
Constraints

Engagement & 
Culture 

Prioritization

Data Analytics 
as a 

Gateway 
Capability

Fiscal Impacts 
lead to 

Strategic 
Prioritizations

Consistency & 
Standardization  

as Key for 
Enterprise 

Success
Continuity & 
Resilience
Hybrid flexibility reported 
as a driver of continuity, 
adaptability, and 
disruption readiness.

Hybrid Models & 
Engagement
Trust-based management 
and integrated hybrid 
models positively correlate 
with employee 
engagement scores.

Equitable Hiring 
Practice
Statewide policy changes 
driving more equitable 
hiring practice.

Streamlined Process 
& Continuous 
Improvement
Recruitment team shifted 
focus on improving 
recruiting process and 
candidate experience 
during hiring freeze . 

Equitable Access & 
Cultural Cohesion
Are gaining focus to 
prevent disengagement, 
sustain morale and 
mitigate turnover.

Shared Practices, 
Tools & Executive 
Visibility
Continue to improve how 
management lead 
employee engagement.  

Demand for Data 
Metrics & Analytics
Strong consensus on data 
analytics enable strategic 
workforce planning and 
equity tracking. 

Standardized & 
Consistent Data 
Practices
Can enhance enterprise 
workforce and planning 
but gaps exist in analytical 
maturity and practice. 

Secure Critical Roles 
& Reduce Retention 
Risks
Budget constraints pivot 
HR focus towards 
recruiting and retaining 
mission- critical roles.  

Knowledge & 
Service Continuity 
Succession planning is 
critical to service 
continuity and stability 
during layoff and hiring 
freeze. 

Legislative & Policy 
Implementation
Consistent governance, 
implementation, and 
evaluation to translate 
policy and legislation into 
measurable outcomes.

Scalable Support 
Models 
Differentiated, scalable 
support models are 
required to address 
agency size and capacity 
disparities.
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Workforce Challenges

Data & Analytics Workforce 
Sustainability Leadership Practices Capacity & Equity Gaps

Inconsistent Data Use
Data use is expanding in various HR 
areas but lack of consistent 
enterprise practices.

Limited Analytics Capabilities
Limited analytics capacity, 
inconsistent data management, and 
siloed data make it harder to make 
informed decisions and need further 
investment. 

Compensation Pressures
Budgetary constraints added 
constraints to pay flexibility for 
offering compensation incentives.

Advancement Barriers
Lack of promotional opportunities 
or clear career pathways 
continues to drive employee 
departures. 

Varied Leadership Commitment 
Across Enterprise
Inconsistent leadership visibility, cultural 
alignment, and communication practices 
undermine workforce stability, 
engagement, and performance.

Scale Disadvantage Impacts Smaller 
Agencies
Capacity and equity gaps among small and 
medium-size agencies. Small agencies point 
out capacity constraints and “scale 
disadvantage” on resources and staffing. 
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Workforce Opportunities
Operation Optimization Workforce Inclusion & 

Belonging Modernize Recruitment & Retention

Data-Informed Collaboration
Share information and work together across agencies 
to make smarter decisions, avoid duplicate work, and 
keep the workforce steady and efficient.

Establish Tiered Implementation Models
One size does not fit all. Capacity and equity gaps 
among small and medium agencies need different 
levels of support.

Flexible Workforce Models & Analytics 
Enhancement
Expand flexible workforce models and enhance 
analytics capabilities to improve performance, 
inclusion, operational resilience, and strategic 
workforce planning.

Equity-Centered Practices
Embed equity in workforce strategies to improve 
culture, build trust, broaden talent pools, and 
strengthen relationships with constituents.

Structured Engagement Models
Engage employees intentionally to boost morale, 
build trust, and make service to the public more 
responsive.

Competency-Based Hiring
Hire people based on the skills needed to fill roles faster with 
a strong fit to better serve the public.

Retention and Workforce Reliability
Invest in retention strategies to ensure stable service delivery, 
reduce onboarding costs, and sustain a reliable, experienced 
workforce.

Leadership Pipeline Development
Build programs to grow future leaders, so key positions are 
ready when needed and the organization can keep running 
smoothly.

9



Workforce Management Maturity Assessment
Topic Area Emerging Developing Established Optimized

Hybrid Work
Hybrid work is adopted reactively 
with minimal structure or tracking. 
Limited tools or guidance for staff.

Hybrid policies and tools in place 
but inconsistently applied; some 
performance and engagement 
measures tracked.

Hybrid model integrated into 
workforce strategy, measurable 
benefits in productivity and 
adaptability.

Fully embedded in organizational 
culture; data-driven optimization 
of hybrid models supports agility, 
inclusion, and resilience.

Workforce DEIBA
Basic awareness and policy 
statements in place; limited data 
collection or accountability.

DEIBA initiatives active but siloed, 
limited connection to performance 
or policy outcomes.

DEIBA goals are embedded in 
workforce plans, supported by 
data and inclusive practices.

DEIBA is fully integrated across 
systems and culture, continuous 
improvement through 
transparency, metrics, and 
employee voice.

Recruitment and 
Hiring Efficiency

Hiring processes are manual, 
lengthy, and inconsistent, limited 
outreach or DEI focus.

Some digital tools and streamlined 
processes; moderate 
responsiveness to hiring needs.

Data-informed recruitment, 
leveraging workforce analytics and 
diverse pipelines.

Predictive analytics and agile hiring 
models support rapid, inclusive, 
and skill-aligned hiring.

Retention and Workforce 
Stability

High turnover with no systematic 
analysis; retention addressed case 
by case.

Data collection on turnover and 
retention trends underway; basic 
strategies in use.

Retention strategies tailored to 
workforce segments; integrated 
with engagement and 
development efforts.

Predictive retention modeling and 
adaptive policies sustain workforce 
stability and service continuity.

Succession Planning No formal succession planning; 
reliance on ad hoc replacements.

Emergency or role-specific 
planning in place; limited 
leadership pipeline development.

Agency-wide succession 
framework implemented; 
leadership development 
embedded.

Continuous succession planning is 
integrated with workforce 
analytics, learning, and strategic 
forecasting.

Employee Engagement and 
Government Performance

Engagement measured 
inconsistently, limited connection 
to organizational outcomes.

Regular surveys and pulse checks; 
improvement actions identified 
but unevenly executed.

Engagement initiatives linked to 
performance, innovation, and 
retention outcomes.

Engagement embedded in 
continuous improvement, culture 
of collaboration and feedback 
drives performance excellence.

Labor Relations Collaboration 
and Support

Reactive engagement with labor 
partners; minimal consultation or 
shared problem-solving.

Regular engagement but limited 
consistency or documentation; 
guidance occasionally sought.

Proactive collaboration with 
unions; established protocols for 
communication and issue 
resolution.

Strategic labor-management 
partnerships drive innovation, 
trust, and shared workforce 
priorities.

Legislative and Policy Impacts 
on Workforce Efficiency

Reactive compliance with limited 
monitoring; policy impacts 
understood after implementation.

Compliance processes structured, 
early awareness of major 
legislative changes.

Proactive policy review and 
alignment; participation in 
legislative feedback loops.

Anticipatory governance model: 
predictive assessment of workforce 
and policy impacts enhances 
agility and efficiency.
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Governor’s Workforce Priorities
Washington’s executive branch workforce maturity aligns closely with the governor’s enterprise priorities of 
Government Efficiency and Customer Service and Workforce Experience. 

Government Efficiency
Core Enablers Maturity Level Strategic Impact

DEIBA Developing Equity-centered practices strengthen workplace culture and constituent trust.

Employee Engagement Established Structured engagement drives morale, trust, and service responsiveness.

Hybrid Work Developing → 
Established

Flexible models sustain continuity; improved analytics can optimize performance and inclusion.

Retention and Stability Established Strong retention supports consistent service delivery and workforce reliability.

Customer Service & Workforce Experience
Core Enablers Maturity Level Strategic Impact

Labor Relations Established Data-informed collaboration and structured engagement improve efficiency and workforce stability.

Legislative and Policy 
Integration

Developing → 
Established

Shared frameworks enhance policy consistency and anticipatory governance.

Succession Planning Developing Building leadership pipelines supports long-term continuity and readiness.

Recruitment and Hiring Developing Competency-based hiring improves role alignment and response time to workforce needs.

11



In Summary
To strengthen government performance 
through workforce practices:

• Scale what works
• Simplify what’s complex
• Share what’s valuable
• Invest in enterprise tools and resources
• Align workforce strategies to mission, policy, 

and service delivery

12
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2025 
OFM

 Challenges & Opportunities



OFM Challenges: Growth & Development

FY 2025 Enterprise OFM

Turnover Rate 9.3% 7.9%

Turnover Reasons

Resignations 54.8% 58.2%

Retirement 22.6% 22.6%

Employee Age Distribution 

Under 30 11.4% 1.9%

30 - 44 38.30% 40.50%

45 - 65+ 50.30% 57.80%

55+ 25.50% 29.50%

Data source: HR Management System (HRMS)

Why employees left OFM?

OFM’s Succession Planning or 
Knowledge Transfer 

Methodology?

“No consistent methodologies 
in place”

(HRMR)

14



OFM Outcomes: Growth & Development
Outcomes of Challenges for the Agency (HRMR)

• Unable to meet 
expectations

• Loss of institutional 
knowledge

• Interrupt service
• Increase workload
• Delayed deadlines

Turnover 
Impacts   

• Resist to change from 
current leadership

• Lack of qualified internal
candidates

• Insufficient leadership 
training program

• Budget constraints for 
leadership development

Leadership 
Transition 
Challenges

15



OFM Needs: Growth & Development

EMPLOYEES

Address
top employee 

needs & 
improve job 
satisfaction
(HRMR, EES) 

 

Career advancement

Professional development

Relevant trainings

Manageable workload

ORGANIZATION

Enhance 
organizational  
sustainability 

& service 
delivery  
(HRMR)

  

Preserve institutional knowledge

Meet service expectation and 
continuity

Develop internal candidates for 
promotional opportunities 

Enhance leadership development

16



OFM Opportunities: Growth & Development

• What are the programs or practices OFM 
uses to address top retention challenges? 
(HRMR) 
o Work-life balance support
o Flexible work arrangements
o Career development opportunities

• Where can you find additional information 
about growth & development 
opportunities? 
o OFM Performance Management

Growth & 
Development

(HRMR)

Career 
Development

Mentorship & 
Coaching

Expanding 
leadership 

development 
programs

Early career 
engagement 
in leadership 

roles

17
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Questions?



Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

For more information

Contact:

OFM – State Human Resources
StrategicHR@ofm.wa.gov

http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
mailto:Strategichr@ofm.wa.gov
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Agenda
• Report Overview

o Purpose
o Reporting focus areas

• Supporting BRG Participation: 
Agency Practices & Needs
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Report Overview
FY 2025 HR Management Report available on OFM website:

https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/

https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/
https://ofm.wa.gov/data-research/state-employee-workforce/hr-management-report/


HR Management Report Purpose
Facilitating Awareness and Engagement 

Providing senior leadership and partners with clear, agency informed insights into the workforce to 
foster collaboration on strategic initiatives and inform decision-making.

Strategic Alignment 
Identifying HR activities that align workforce initiatives with broader organizational goals, Governor's 
workforce priorities and ensuring that HR efforts support business strategies.

Workplace Culture Insights 
Evaluating key workforce focus areas to gauge workplace culture's health and identify improvement 
areas.

Highlighting HR's Impact 
Showcasing HR contributions by demonstrating how workforce initiatives align with and drive overall 
business success.
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2025  Focus Areas & Reporting Format
• Hybrid Workforce and Government 

Efficiency

• Workforce Diversity, Equity, 
Inclusion, Belonging and Access

• Recruitment and Hiring Efficiency 

• Retention Strategies and Workforce 
Stability

• Succession Planning for Sustainable 
Leadership 

• Employee Engagement and Its Role in 
Government Performance

• Labor Relations Collaboration and 
Support 

• Legislative and Policy Impacts on 
Workforce Efficiency

Summary

Analysis Layout
• Drivers
• Constraints

• Opportunities
• Emerging Themes

• Recommendations
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HR Management Report – A Brief History

2006 - 2016

Workforce Management 
Logic Model

2017 - 2020

Workforce Strategies 
& Statewide Priorities

2021 - 2023

Employee Life Cycle

2024 - 2025

Enterprise 
Strategic Alignment
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Supporting 
BRG Participation:

 Agency Practices & Needs



BRGs as an Enterprise Resource Recruitment

2024 HRMR:

• What were your FY2024 top 3 strategies 
to attract and recruit veterans, 
National Guard and Reserve 
members, and military spouse? 

• What were your FY2024 top 3 strategies 
to attract and recruit people with 
disabilities? 

8



BRGs as an Enterprise Resource Onboarding

2021 - 2023 HRMR:

• Select from the list below each strategy 
your agency incorporates into the 
onboarding process: 
 Inform new hires about both BRGs 

and internal ERGs 

2024 HRMR:

• What were your agency’s top 3 FY2024 
onboarding strategies that resulted in 
positive outcomes? 
 Inform about Resources - BRGs & 

ERGs

9



BRGs as an Enterprise Resource Retention & Development

2022 - 2023 HRMR:

• Which of the following programs does your 
agency currently use to encourage 
employee retention and development? 
 Business Resource Groups

2024 - 2025 HRMR:

• Which of the following programs or 
practices did your agency use to address 
top retention challenges?  
 Business Resource Groups

10



BRGs as an Enterprise Resource DEIBA

2025 HRMR:

• Which types of Diversity, Equity, 
Inclusion, Belonging and 
Access (DEIBA) tools did your 
agency use? 
 Business Resource Groups 

support and attendance 

11



Supporting BRG Participation: Agency Practices (2024)

Top Agency Practices

2024 HRMR:

• What practice(s) has your 
agency adopted in 
supporting employees’ 
participation at the 
statewide employee 
resource groups? 

12



Supporting BRG Participation: Agency Practices (2024)

Practices 
Enabling 

Employee 
Participation
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Supporting BRG Participation: What Agencies Need (2025) 

2025 HRMR:

• As an employer, what additional 
resources would be most helpful 
in supporting employee 
participation in Business Resource 
Groups? 

14



Key Takeaways from HRMR Findings 
• BRGs provide values throughout employee life cycle: 

BRGs have been widely adopted by Executive Branch agencies as a key 
workforce DEIBA and engagement tool/resource.

• Capacity and awareness matters:             
Agencies’ awareness, capacity and unique business lines directly impact how 
they support employee participation.

• One size doesn’t fit all – driving changes with tailored and scalable 
strategies/support:
o BRG resource needs varied by agency’s current BRG collaboration 

practice.
o Large and Medium-size agencies needs more dedicated BRG time and 

trainings.  
o Small agencies will be benefited from receiving communication / 

promotion toolkits and best practices. 
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HR Management Roadmap: 
Workforce Management 

Maturity Assessment

Levels of Maturity

Core Workforce 
Topic Areas 

Emerging:           
Ad hoc /
 reactive                  

Developing: 
Some structure / 
partial adoption 

Established: 
Integrated / 

data-informed

Optimized:        
Fully embedded 

/ predictive 

Workforce 
Maturity 

Status

Core Workforce Topic Areas: 
• Hybrid Work 
• Workforce DEIBA 
• Recruitment & Hiring 
• Retention & Stability 

• Succession Planning
• Employee Engagement
• Labor Relations
• Legislative & Policy Readiness

Q: What role(s) can    
your BRG play in 

supporting enterprise 
workforce maturity?

3/20/2026 16
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Questions?



Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

For more information

Contact:

OFM – State Human Resources
StrategicHR@ofm.wa.gov

http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
mailto:Strategichr@ofm.wa.gov
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Today’s Focus: EES Public Facing Employees

2

Public Facing Employee 
Engagement 

Enterprise Employee 
Engagement

Together, we find: 
- What is working 

- Unique Challenges

- Opportunities



EES: What’s working for employees

OFM 4/15/2026 3

+1 +2 +2



EES: What's caught in the middle
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+1 +1



EES: What's driving attrition
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-4 +4
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Engagement & Public Interaction 

72%

69%

68%

50%

55%

60%

65%

70%

75%

No Yes

Do you directly interface with the public as part of your 
job?

Engagement Enterprise Overall Engagement
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Engagement & Processes 

45%

66%
75% 78% 80%

68%

0%
10%
20%
30%
40%
50%
60%
70%
80%
90%

No – We don’t have a 
process right now

No – We handle feedback 
case-by-case, but there’s 

no set process

Yes – Our team has our 
own process

Yes – We follow an 
agency-wide process

Yes – We talk about 
feedback in regular 

meetings

Does your team have a set way of using customer feedback to make things 
better?

Public Facing Engagement Enterprise Engagement
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Engagement & Policy or Procedure 

83%

70% 66%

52%
68%

0%
10%
20%
30%
40%
50%
60%
70%
80%
90%

No – policies and procedures 
mostly support good service

Not sure Sometimes – depending on the 
situation policies or procedures 

can make it hard to serve 
customers well

Yes – there are specific policies or 
procedures that get in the way

Are there any policies or procedures that make it harder to serve customers well?
(For example, rules that slow down service, forms or steps that are confusing, or procedures that make it difficult to 

address customer needs quickly.)

Public Facing Engagement Enterprise Engagement



Enterprise: Engagement Follow-up
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Public Facing: Engagement Follow-up
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Tenure & Engagement - Trend 

2025 2024 2023
Less than 6 years 74% 73% 75%
More than 6 years 66% 63% 63%
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Engagement by Tenure 
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Tenure & Engagement - Trend 

Less than 1
year 1 to 2 years 3 to 5 years 6 to 10 years 11 to 15 years 16 or more

years
2025: Public Interact (No): Engagement 82% 75% 73% 70% 68% 66%
2025: Public Interact (Yes): Engagement 83% 76% 70% 66% 64% 65%
2024: Public Interact (No): Engagement 82% 74% 69% 66% 64% 66%
2024:Public Interact (Yes): Engagement 81% 72% 66% 63% 61% 62%
2023: 3 Item Engagement 82% 75% 67% 64% 62% 63%
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The Opportunity: Process is progress 

Insight & Context:

• Integrated workforce analytics

Engaged employees create better customer/ public experiences. 
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Actions to take:
• Set a process for customer feedback

• Review policies related to customer 
service

• Support for tenured employees

• Focus on collaboration across teams



How to get there – Qualtrics AI Resource
Custom Recommendations: (New)
• Available on each actionable EES question
• The tool will walk you through 4 questions before recommending actions
• It will provide 3 step-by-step action plan options based on your answers  

OFM 4/15/2026 14
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Pro Tip's from your HR Partners

• Micro-wins matter: Small, incremental workforce changes that are fully 
adopted often deliver more lasting impact than large, overambitious 
initiatives that never materialize.

• Borrow what works: Partner with other agencies and reuse proven 
approaches—collaboration saves time and creates win-win outcomes.

• Pace the change: Sustainable workforce improvement takes time; push too 
hard, too fast and you risk driving talent out the door.

OFM 4/15/2026



In closing…

By bringing all workforce data together—
from HR reports to employee feedback— we 

get a clear picture of what’s happening, why it 
matters, and where we need to act. This 
insight helps leaders make better decisions, 
take proactive action, and align our people to 
mission priorities.

4/15/2026 16



Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

Scan the QR code to visit 
ofm.wa.gov or find us on 
social media. 

Support Available
Office of Financial Management – State HR

Strategic workforce consultation

Workforce Management Maturity Assessment

Data interpretation support

Communities of practice

Contact:

OFM – State Human Resources
StrategicHR@ofm.wa.gov

http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
http://ofm.wa.gov/
https://www.instagram.com/washgov?fbclid=IwY2xjawD9UvZleHRuA2FlbQIxMAABHZ89fpJMMUNHIk_FXxgGY0W1RCV158J016SiUeJ-_erF8PhGbSl1sKB84Q_aem_Sx7-LrdyUMoHQW9sjzVD9w
https://www.facebook.com/profile.php?id=61562291397206
https://www.linkedin.com/company/82285406/admin/feed/posts/
mailto:Strategichr@ofm.wa.gov
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Survey Terms & Definitions

Term Definition

My Team The people in your primary workgroup, who usually report to the same 
manager as you.

My immediate supervisor
The person you report to, usually the person who conducts your 
performance reviews. If you have more than one reporting line, you 
should refer to your primary reporting manager.

Senior leadership
The most senior team who make decisions at your agency (e.g., your 
agency director and their direct reports; top leaders of divisions, units, or 
functions)

Those my agency serves (e.g., the public, patients, incarcerated individuals, students)
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