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EXECUTIVE SUMMARY 
 

To:  Craig Boardman, James Schimmer 
From:  Albrecht, Griffith, Kinninger, Scullin, & Vittie 
Date:  June 5, 2009 
Re:  Final Recommendations  
 

This project has set out to identify positions in the Franklin County Department of 

Economic Development and Planning (EDP) that could benefit from differentiation in the way 

they are evaluated (see Huselid et al 2005 for an elaboration on the benefits of differentiation).  

Differentiating between positions allows for employees to be evaluated based on their 

contribution to the mission and goals of the agency since each position requires a specific set of 

knowledge, skills, and abilities (KSAs).   EDP could potentially improve its evaluations by 

collecting and tracking certain types of information.  We have used publicly available agency 

information (i.e. websites and budget documents) and interviews with Director James Schimmer 

and Planning Administrator Lee Brown to compile lists of what metrics are currently being 

evaluated and tracked and to offer recommendations regarding what additional metrics could be 

tracked. 

Following our evaluation of the employees within EDP, we have identified three 

positions that are the core “A" positions – those positions which have the largest impact in 

carrying out the mission and goals of the organization (see Appendix 2 for an explanation of why 

we see these as the “A positions”).   In EDP, those positions are Planner 2 (comprised of three 

employees), Senior Program Coordinator 1, and Senior Program Coordinator 2 (each of which 

has one individual employee). 
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Currently, EDP tracks a limited number of metrics, which are based on the annual 

performance review utilized by all agencies under the aegis of the Franklin County Board of 

Commissioners.  The reviews are not differentiated between the various positions, and any 

position-specific notes are listed very generally in the comments section.  This makes it difficult 

to track and compare employees over time.  Next, the 1-7 scale for rating each item is very 

ambiguous and the ratings can change based on who is performing the evaluation.  For example, 

a change in leadership could dramatically affect the average scores that employees receive.  

Finally, this kind of yearly review may not fully capture the individual’s effort throughout the 

entire year and may force non-equivalent comparisons among positions with very different 

requirements (KSAs).   

Our recommendation is to track metrics that fall under the following four categories: 

workforce competencies, workforce behaviors, workforce mindset / culture, and workforce 

success.  'Competencies' are the KSAs that your employees possess.  'Behaviors' are the tasks 

they perform, or the outputs that they produce.  Their 'mindset/ culture' is the extent to which 

they “buy-in” to the organization and its mission and goals.  'Success' is defined here as how well 

the three items above fit together and, the degrees to which employees successfully contribute to 

the attainment of the goals and fulfillment of the mission of EDP. 

The following sections will enumerate concepts which could be tracked by EDP to gauge 

each of the four categories from above.  Tables summarizing currently measured concepts and 

suggested future measurements are contained within the appendix.  It is important to note that 

these are merely concepts, and EDP will have to develop the specific questions to ask 

employees.  In addition, this method for assessing employees is often used in larger 

organizations where many individuals work in each “A position” and allows for an effective 
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comparison among multiple employees.  Although each Senior Program Coordinator (SPC) 

position contains only one employee, these recommendations could still serve a valuable 

purpose.  Instead of comparing employees in identical positions, these metrics can be used to 

measure improvement over time. 

Workforce Success 

 The agency should not track only metrics that are easy to collect or are merely HR 

functions – it is imperative that EDP tracks measures that are driven by employee competencies 

and function to execute the strategic goals of the agency.  The following metrics reflect the fact 

that employees function better when given clear and definitive goals they are required to meet. .  

Furthermore, empirical studies indicate that individuals are driven by a need for achievement, 

setting goals. Therefore, measuring success rates (and rewarding success) can motivate 

employees to execute the strategic goals of EDP. 

• Percent of project proposals / ideas per year that will be implemented.  All “A positions” 

can be measured using this metric as they are all encouraged to come up with proposals 

and ideas. 

• Number of jobs created and retained by attracting businesses through the tax abatement 

program and percent of new “A” businesses brought into the County through the 

program.  Both of these metrics should be applied to the SPC 1 position as it is their 

responsibility to attract businesses and sell them on the benefits of the abatement program 

and locating within Franklin County. 

• Percent of customers (local communities, organizations, etc.) satisfied with assistance 

provided in preparing applications for funds and in complying with Federal Regulations.  
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This metric reflects the responsibility of the SPC 2 in administering the CDBG grant 

programs. 

• Number of planning documents completed within a given time frame.  Since the primary 

outputs from the Planner 2s are documents, measuring the number of documents can 

show how efficient each planner is and how well they manage time and resources. 

Workforce Competencies 

 The workforce competencies element concentrates on whether or not those in the “A 

positions” have the requisite KSAs necessary for executing EDP’s strategic goals and its 

mission.  Unless otherwise noted, these apply to all “A positions”. 

• Percent of ‘skill gaps’ for “A positions” closed in a time frame.  Continuing education 

benefits employees by satisfying their need for growth and self-actualization, which 

makes them more likely to act in a manner consistent with the goals and mission of EDP. 

• Extent of organizational learning.  This measures the extent to which all members of the 

organization learn from one another and how they are rewarded for learning new skills, 

behaviors, and workplace values / norms. 

• Percent retention of core competency workforce.  Competency is innate in each 

individual, the agency must strive to keep those “A position” employees they have 

invested in to maintain the KSAs necessary to carry out the mission of EDP. 

• Extent to which employees are able to move quickly with ideas and make change happen.  

This applies to the SPC 1 position, which is required to act independently, be creative, 

and make use of their flexibility and act in a self-directed manner – which has been 

shown to increase worker satisfaction and act as a motivator. 
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•  Extent to which EDP defines individual goals and holds employees to those goals 

(accountability).  SPC2 and Planner 2 positions can benefit from measurement of this 

metric as it can be used to measure their expectation that they will be held accountable 

and to what degree they think accountability is important.  

Workforce Behaviors 

 It is critically important the agency monitors workforce behaviors, because they are 

"where the rubber meets the road."  While it is important for workers to have the correct mindset 

and competencies, the agency's strategy will not get accomplished without action.  These metrics 

should be sufficient in identifying areas for improvement on which management can focus their 

efforts. 

• Percent of employees taking certification exams.  Workers have higher-order needs for 

growth, development, and self-actualization.  By allowing and encouraging professional 

development, managers can foster greater worker motivation. 

• Extent of cross-functional teamwork.  Human beings have a need to establish and maintain 

positive relationships with others, and the sense of working for a team can be a powerful 

motivator. 

• Extent of organizational learning.   As mentioned earlier, professional growth and 

development can encourage workers to put forth increased effort and improve morale. 

• Extent to which employees will put forth the extra or discretionary effort when a job really 

needs to be completed.   Workers have a desire for achievement and self-fulfillment, and the 

conclusion of a difficult task provides an opportunity for both, assuming the work is 

perceived as rewarding to the employee. 
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• Amount of new skills acquired within a specific time period.  This question is directed 

towards the Planner 2s, since their work requires more specialized knowledge and 

techniques.  People have a desire for self-actualization, and by providing opportunities and 

rewarding workers for doing so, managers could motivate workers to perform at higher 

levels. 

• Percent of original ideas that are implemented.  This question would be more targeted 

towards the Planner 2s and SPC 1, since their work more directly bears on the formulation of 

public policy.  Workers desire to have a sense of mastery over their own environment, and to 

sense personal responsibility for success.   If this is provided, improved worker motivation 

and attitudes would be expected to occur as a result. 

Worker Mind-Set & Culture 

 The strategy of any organization is doomed to failure if its workforce does not have the 

culture or mind-set to support it.  Empirical evidence has demonstrated that an increase in 

strategic workforce mind-set creates a corresponding positive impact on the quality of strategy 

execution.  This section will outline six potential concepts that EDP could measure to track and 

guide efforts to improve their organizational culture. 

• Employee satisfaction with advancement opportunities & compensation.  If workers do not 

feel that their salaries and benefits are adequate, it can cause dissatisfaction.  Alternatively, 

the presence of opportunities for advancement or professional growth serves as a powerful 

motivational tool. 

• Extent to which all employees understand how the firm's performance management and 

appraisal process works.  When people understand what actions will result in good or bad 

job outcomes, they can alter their behavior accordingly. 
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• Extent to which employees are clear about their own goals.  Workers have been shown to 

perform better when they are faced with difficult & specific goals, versus easy & vague 

goals. 

• Extent to which the strategy is clear and widely understood.  Employees can be de-motivated 

if they do not understand what the organization is trying to accomplish, or how they fit into 

the agency's overall strategy. 

• Extent to which employees can make decisions & take action, without approval, when they 

have the information and experience to do so.  This question is specifically designed to be 

asked of the SPC 1, because the nature of their work requires creativity and flexibility to 

develop ideas into new programming.   If an employee in this position is allowed to make 

certain decisions on his or her own, it could lead to increased entrepreneurial behavior. 

• Extent to which employees perceive managers as inflexible or whether they are open to new 

ways of doing things.  This is also designed specifically for the SPC 1 position, because it 

could encourage entrepreneurship. 
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Appendix 1 

To:  Craig Boardman 
From:  Albrecht, Griffith, Kinninger, Scullin, & Vittie 
Date: April 10, 2009 
Re:      Franklin County Economic Development & Planning 
 

The organization that our team will be analyzing during the course of the term is the 

Franklin County Economic Development and Planning Department (EDP). The mission for the 

department, as stated in its 2009 budget, is to “create and retain jobs, to organize growth 

supporting environmental sustainability, social equity, and economic vitality for all communities 

in Franklin County” (Office of Budget and Management – Franklin County). The central goals 

for EDP are as follows: to create jobs, encourage private business expansion, lure particular 

businesses to the community via incentives, strengthen the counties’ local tax base, promote 

local infrastructure development, and improve the living conditions of residents in the county in 

regards to safety and sanitation.  

Within the approved 2009 expense budget totaling nearly 10.9 million dollars, a few 

particular line item programs stand out, which appear fundamental to achieving EDP’s stated 

goals: 1) Homeless and Affordable Housing program, 2) Incentive program, and 3) Business 

Loans and Grants program. These three programs alone account for roughly 9.2 million dollars.  

Two contacts to interview for our team’s future project deliverables include the 

Economic Development and Planning Department Director James Schimmer (e-mail: 

jrschimmer@franklincountyohio.gov, phone: 614.462.7301) and Planning Administrator Lee 

Brown (e-mail: rlbrown@franklincountyohio.gov, phone: 614.719.8835).  Both individuals are 
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located at the Franklin County Economic Development and Planning office, 150 South Front 

Street, FSL Suite 10, Columbus, Ohio 43215-7104. 
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Appendix 2 

To:  Craig Boardman 
From:  Albrecht, Griffith, Kinninger, Scullin, & Vittie 
Date: April 24, 2009 
Re: “A” Positions – Franklin County Economic Development & Planning 
 
 

The Franklin County Economic Development and Planning Department (EDP) employs 

twenty-two (22) people to help carry out its mission, which is to “create and retain jobs, to 

organize growth supporting environmental sustainability, social equity, and economic vitality for 

all communities in Franklin County” (Office of Budget and Management – Franklin County). 

Crucial tasks of the EDP can be grouped in three distinct functions: planning/zoning, community 

development, and economic development. It is beneficial for EDP to identify mission critical 

positions within each of these functions. Once these “A” positions are identified, the EDP can 

target individuals in these positions to ensure they have the necessary mindset, competencies, 

and behaviors needed for the organization to be successful. As such, we have identified an “A” 

position within each core function of the EDP: 

Core Function Mission Critical Position 
Planning & Zoning Planner 2 
Economic Development Senior Program Coordinator (1) 
Community Development Senior Program Coordinator (2) 

 

Planner 2 

           The Planner 2 position for the Economic Development and Planning Department (EDP) is 

a core position because it provides a critical look at how the overall scope of the land within 

Franklin County is being used and developed. In addition, the Planner 2 position also devises 

strategies and identifies opportunities with which to develop parts of the county to foster 

economic growth. Through research and analysis, this position devises comprehensive plans for 

development and redevelopment of the region with a focus on long term sustainability. While 
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zoning is an important government function by itself, this function is also critical internally as it 

provides recommendation on distributing grants and loans, which is fundamental to EDP’s 

successful performance. Planning Administrator Lee Brown indicates that “without long range 

plans, all the other planning is for nothing.” In general, the agency planners allow the 

organization to act strategically in developing the county economically. Without their work, 

program implementation would be much more inconsistent and subject to conflicting results.       

Senior Program Coordinator (1) 

           The core function of one of EDP’s Senior Program Coordinators is to oversee the 

economic development within Franklin County. Through collaboration with other members of 

EDP, the Senior Program Coordinator looks to target efforts to foster commerce throughout the 

county. Some of those efforts involve offering financial incentives or technical assistance to 

perspective businesses. The job involves constant interaction with businesses meeting with 

representatives of the different firms in efforts to convince them that Franklin County is an 

attractive place to carry out operations. The main objective of the Senior Program Coordinator is 

to attract and maintain business in the County in order to spur job creation, which thereby allows 

growth in the area’s tax base.    

Senior Program Coordinator (2) 

           The other Senior Program Coordinator is an “A” position, because the position has a 

central role in developing strategies for funding received from the Community Development 

Block Grants—a main source of EDP funding. This position integrates the zoning plans 

developed by the Planner 2 position and makes a final determination on where the majority of 

EDP funding will be directed. Since grants and loans allocated for community and economic 

development are by far the largest portion of the EDP budget, the program plans developed by 
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the Senior Program Coordinator are probably the most critical determinant of organizational 

success. In addition to developing program plans, the Senior Program Coordinator also 

implements the plans by administering the grants and loans to recipients throughout Franklin 

County. As a result, this position serves as a liaison between EDP, contractors, and the public, 

and is crucial to ensuring all parties buy into the strategies and policies of the EDP.   
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Appendix 3 

To:        Craig Boardman 
From:    Albrecht, Griffith, Kinninger, Scullin, & Vittie 
Date:     May 22, 2009 
Re:        Workforce Management Practices Memo 

 

Two interviews were conducted to gather information on the current workforce management 

practices of the Franklin County Economic Development & Planning Department (EDP).  

Interviews were conducted with two high level officials: James Schimmer, Director, and Lee 

Brown, Planning Administrator.  This memo synthesizes the empirical data gathered through this 

research, and breaks it down into four sections relevant to the Workforce Scorecard: 

• Worker Success 
• Leadership & Worker Behaviors 
• Workforce Competencies 
• Worker Mindset & Workplace Culture 

 
If an organization is able to specifically characterize each of these four elements in its own 

workforce, it can then strategically align its human resources to achieve its mission.  

Worker Success 

EDP's managers use a combination of formal and informal methods to determine if their 

workers are performing to achieve the agency's mission.   Formally, EDP annually evaluates all 

employees via a performance review. There are two different employee evaluations utilized by 

the department—one evaluation form for employees that belong to the American Federation of 

State, County, and Municipal Employees (AFSCME) and the other for non-union employees. 

The forms are not differentiated at all based on position. Furthermore, all positions within the 

organization that are identified as "A" positions are filled by non-union members and are subject 

to the same evaluation metrics.  
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The non-union employee evaluation includes ten “performance dimensions”.. Employees 

are evaluated by a direct supervisor for each metric using a 0-7 scale (7 = “outstanding 

performance”; 1 = “performance unacceptable”). The evaluation also has a section below each 

metric which calls for specific examples from the employee’s performance that fits within that 

dimension.  The complete list of metrics is as follows: 

1. Quality and Quantity of Work 
2. Interpersonal Relations 
3. Organization and Planning 
4. Decision Making 
5. Oral and Written Communication 
6. Performance Stability 
7. Leadership 
8. Supervision and Employee Development 
9. Contribution to the work organization 
10. Custom Dimension – “unique aspects” of job not captured in other metrics 

 
Of the metrics listed, only “Quality and Quantity of work” seem to in anyway track worker 

success over time. However, they are not differentiated via position nor are they specific to the 

goals and operations of Economic Development and Planning. Although EDP management 

concurs that these performance evaluations can be helpful contributors to workforce 

management, they are conducted mostly because they are required by Franklin County Human 

Resources.  They are not typically referred to by management on a continual basis. Instead, 

supervisors utilize informal weekly progress checks to gauge employee performance. Although 

no distinct performance metrics are evaluated in these meetings, EDP supervisors use these 

meetings as a means to keep up-to-date on employee progress and to offer informal feedback on 

performance. Supervisors generally are concerned with ensuring employees make progress on 

projects and are within deadlines, but these times can also be used to offer feedback on an 

employee’s team cohesiveness or other favored worker behaviors (to be discussed below).  

In short, informal weekly meetings are used by supervisors to gain a general conception of 

employees’ pace of work, focus of work, and alignment with favored workplace behaviors and 
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culture. Our research demonstrated that EDP managers believed these informal weekly 

observations were more useful than formal performance evaluations in identifying strongest and 

weakest performers. 

Leadership and Work Behavior 

None of EDP's job descriptions have been updated in the past two years due to 

bureaucratic difficulties in clearing any changes through the Human Resources department, 

which make regular updates cumbersome.  This has resulted in somewhat outdated job 

descriptions that do not fully address what constitutes minimum acceptable worker behaviors.  

EDP managers have developed their own set of unwritten expectations for the various job 

positions.  They communicate these to workers by providing position-relevant examples to better 

explain and demonstrate value in these alternative measures. Additionally, the comment sections 

of the formal evaluations are extensively used to show workers what informal criteria affect their 

scores and what specific actions should be taken to improve their performance.  An example of 

these informal expectations was discovered when discussing the two Senior Program 

Coordinators (SPC) positions.   

The listed job duties for both “A” positions are identical, including: administration of the 

Community Development Block Grant (CDBG), design and implementation of planning 

activities for the county, and management of the tax abatement program. However, EDP’s 

management specifies that the job duties for each SPC differ significantly. Whereas one position 

oversees mainly community development programs by administering CDBG funds, the other 

position oversees economic development in the county by working one-on-one with potential 

businesses, offering them financial incentives or technical assistance to support job creation and 
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growth of the tax base. Therefore, while both share the same job title, the two positions are 

highly differentiated.  

The duties of Planner 2 position include land-use planning on a regional and local level, 

representing the department at public meeting, and monitoring the implementation of programs 

and services to make recommendation in monthly reports.  

 Via the interviews conducted, agency management values and supports certain worker 

behaviors, such as teamwork, participatory decision-making, flexibility, creativity, and 

cooperation. One method employed by EDP to demonstrate the importance of teamwork is to 

make "being a team player" part of the formal job requirements for the SPC position. Weekly 

meetings are conducted to exchange data, prioritize projects, and to open up ideas and topics for 

discussion. Additionally, the planners work closely with SPCs to collaborate on projects and 

timelines. As much as flexibility, creativity, and cooperation are valued as the three major 

attributes for each of the “A” positions, no departmental workshops are provided to foster this 

kind of behavior in return. However, some general courses in these areas are offered year-round 

by the county's Human Resource department.  Managers are concerned that employees are too 

focused on tasks at hand to take up professional development opportunities, hampering 

individual growth.  

 In regard to evaluating the specific behaviors desired by EDP, the formal evaluation 

process does measure some of the behaviors desired broadly, but not in a clearly defined way 

that measures particular behaviors being displayed by particular   positions. In short, there is no 

differentiation of metrics between positions, or metrics related to the specific duties related to the 

operations of EDP. Some of the behaviors that are measured include: Quality of Interpersonal 
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Relations, Level of Organization and Planning, Stability of Performance, Contribution to the 

Organization (i.e. self-motivation), and Decision-Making Ability.  

The following table serves as a comprehensive summary of job duties and work 

behaviors desired by each “A” position: 

Planners Senior Program Coordinator 1 Senior Program Coordinator 2 
Duties: 
- land-use planning, regional and 
local planning 
- preparation and delivery of 
presentations, monthly reports 
-independent policy decision-
making on re-zoning and 
subdivision plats  
- field representative in 
implementation of cooperative 
funding and development of 
projects with local agencies or 
participants 
- design and implementation of 
research studies  
 
Behaviors: 
- methodical handling of research 
and projects design 
- well-versed policy decision-
making 
- cooperation with federal and 
local governments 
- teamwork with SPC positions 
- tactful handling of sensitive 
inquires from officials and 
general public 

Duties: 
-provides staff support to Tax 
Incentive Review Councils and 
Housing Councils 
- responds to inquiries, receive 
applications, and manages 
negotiations of tax abatement 
agreements 
- prepare annual report for all tax 
abatement agreements 
- prepare resolution for adoption 
and public notification  
 
 
 
 
Behavior: 
- set priorities and meet deadlines 
on CDBG projects 
- innovation and creativity 
working on projects 
- cooperation with local, state, 
and federal officials 
- teamwork (with other “A” 
positions in particular) 
- maintain positive attitude 

Duties: 
- administration of Franklin 
County CDBG 
- provide technical assistance to 
local communities and 
organizations in preparing 
applications for federal funds 
- provides technical assistance to 
local communities with income 
surveys and blight documentation 
- propose annual plan and submit 
to HUD 
 
 
 
 
Behavior: 
- foster effective communication 
between department, county and 
local communities on policies and 
procedures 
- cooperation with local, state, 
and federal officials 
- teamwork (with other “A” 
positions in particular) 
- maintain positive attitude 

 
Workforce Competencies 

The knowledge requirements differ significantly amongst the “A” positions previously 

identified.  As previously mentioned, detailed job descriptions exist for every position within the 

department, listing different knowledge, skills, and abilities (KSAs) necessary for each.  The 

Planner 2 positions call for expertise in such areas as engineering, geology, architecture, and 

urban planning.  The SPC positions require knowledge in human relations, government 

regulations, and public accounting. Although both positions require basic communication skills, 
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the Senior SPC job descriptions are more explicit in requiring the ability to utilize PowerPoint.  

Thus, the SPCs must have the ability to effectively communicate in more formal environments 

than the planners. Managers within the organization also indicate that the two SPC positions that 

require distinctly different KSAs.  Despite the large degree of variation between the job duties of 

the two Senior Program Coordinators, they have identical formal KSA requirements. This 

reflects the fact that none of the job descriptions are regularly updated to reflect evolving 

responsibilities or KSA requirements for any of the positions within EDP.  With the exception of 

the job descriptions, no other explicit KSAs are required for any position in EDP. 

No personality testing is currently utilized in EDP, but management confirms that team 

cohesiveness is a factor when hiring. Management will consider how well potential employees 

will fit in with current employees, but such considerations usually revolve around an 

interviewee’s likelihood to display favorable workplace behaviors (i.e. flexibility, creativity) and 

do not generally place strong importance on particular KSAs.  The department director, James 

Schimmer, has expressed an interest in conducting basic personality testing in the near future, 

focusing on attention to detail, work style, and preferred learning methods. 

EDP encourages its workforce to aggressively pursue continuing education opportunities 

related to employees’ specific responsibilities. EDP management makes it a priority to include 

continuing education opportunities in their annual budget planning.  These activities include 

providing resources and paying fees for various professional certifications and licenses, allowing 

employees to take professional development courses offering by the Human Resources 

department during the work day, and providing a flexible work environment to support higher 

educational attainment.  Training opportunities that are highly coveted within EDP tend to be 
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first offered to the perceived strongest performers, but not necessarily those that occupy the "A" 

positions. 

However, as with tracking workforce behaviors, workforce competencies are only 

vaguely measured via performance reviews. The three categories from the performance reviews 

that roughly fit into the measurement of workforce competencies include: Oral and Written 

Communication Skills, Leadership Skills, and Supervision and Employee Development. 

However, these are broad categorizations which do not relate specifically to any of the positions. 

Overall, there are no standardized processes in place which track how the work competencies of 

a particular employee grow over time specifically related to the positions they inhabit.   

Worker Mindset and Workplace Culture 

There is an ongoing effort to instill a particular organizational culture and develop a 

specific mindset within each employee of EDP.  Adaptability was one ideal that was repeatedly 

emphasized during interviews.  This ideal embodies the ability to be open to new ideas, work 

with others from different cultures and generational backgrounds, be creative with use of 

resources, and to be able to adjust to a rapidly changing environment.  Leadership in the 

organization is also trying to instill a culture more geared towards economic development and 

efficient land use.  EDP’s stated vision of “high performance architecture” and increased 

importance of green technology requires a staff that is innovative, future-oriented, and willing to 

adapt.  In order to become more environmentally friendly, the department changed from paper 

agendas to email for commission meetings. Management also invests in new software to create a 

more efficient and effective workforce. 

The leaders of EDP also emphasized initiative, whether it be in taking on additional tasks 

or pursuing outside opportunities to enhance one's skill set.  Managers see the job duties listed in 
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the official job descriptions as merely a framework; employees are encourage to take on 

additional responsibilities outside of their pre-determined range of tasks.  Lee Brown highlighted 

the value of employees who go above and beyond their explicitly-defined duties, broadening 

their ability to take on additional role.  

The agency does not currently conduct any surveys of its current workers to measure 

their motivations or attitudes. However, EDP management indicated there has been some 

discussion to implement an online survey that attempts to gauge workers’ satisfaction regarding 

work space, location, and schedules. The survey would also measure interest in continuing 

education programs, employees’ understanding of EDP’s organizational mission objectives, and 

could be utilized to assess personal objectives of employees. For the time being, managers keep 

track of worker attitudes on an individual level through conversations, employee lunches, and 

after work hours socializing. Standardized exit interviews are conducted by the Human 

Resources Department following a resignation or termination; however, their usefulness is 

limited because information gets redacted before it gets passed back to the department. 

Therefore, managers do not consider exit interviews to be a great assessment tool when 

evaluating workers’ attitudes or motivation. Furthermore, the annual performance review fails to 

account for this dimension almost completely. Though the question in the survey on 

“Contribution to the Work Organization” touches on whether or not an employee displays 

initiative in assisting EDP in accomplishing its goals, the annual performance review as a whole 

fails to see if employees actually understand what EDP’s goals are,  or how their mindset should 

be aligned to help EDP meets its strategic goals. 
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Table 1 – Workforce Scorecard Matrix currently tracked at EDP 

 

 

 

"A"	  Position	   Planner	  2	   Senior	  Program	  
Coordinator	  1	  

Senior	  Program	  
Coordinator	  2	  

Quality	  of	  Work	   Quality	  of	  Work	   Quality	  of	  Work	  
Quantity	  of	  Work	   Quantity	  of	  Work	   Quantity	  of	  Work	  

	   	   	  
	   	   	  
	  	   	  	   	  	  
	  	   	  	   	  	  

Workforce	  Success	  

	  	   	  	   	  	  
Oral	  &	  Written	  

Communication	  Skills	  
Oral	  &	  Written	  

Communication	  Skills	  
Oral	  &	  Written	  

Communication	  Skills	  
Leadership	  Skills	   Leadership	  Skills	   Leadership	  Skills	  

Supervision	  &	  Employee	  
Development	  

Supervision	  &	  Employee	  
Development	  

Supervision	  &	  Employee	  
Development	  

	  	   	  	   	  	  
	  	   	  	   	  	  
	  	   	  	   	  	  

Workforce	  
Competencies	  

	  	   	  	   	  	  
Quality	  of	  Interpersonal	  

Relations	  
Quality	  of	  Interpersonal	  

Relations	  
Quality	  of	  Interpersonal	  

Relations	  
Level	  of	  Organization	  and	  

Planning	  
Level	  of	  Organization	  and	  

Planning	  
Level	  of	  Organization	  and	  

Planning	  
Stability	  of	  Performance	   Stability	  of	  Performance	   Stability	  of	  Performance	  
Contribution	  to	  the	  

organization	  
Contribution	  to	  the	  

organization	  
Contribution	  to	  the	  

organization	  
Decision-‐Making	  Ability	   Decision-‐Making	  Ability	   Decision-‐Making	  Ability	  

	  	   	  	   	  	  

Workforce	  
Behaviors	  

	  	   	  	   	  	  
	   	   	  
	  	   	  	   	  	  
	  	   	  	   	  	  
	  	   	  	   	  	  
	  	   	  	   	  	  
	  	   	  	   	  	  

Workforce	  Mind-‐
set/Culture	  
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Table 2 – Workforce Scorecard Matrix Tracking Proposal 

 

"A"	  Position	   Planner	  2	   Senior	  Program	  Coordinator	  1	   Senior	  Program	  Coordinator	  2	  

%	  of	  project	  proposals	  /	  ideas	  per	  year	  
that	  will	  be	  implemented	  

%	  of	  project	  proposals	  /	  ideas	  per	  year	  
that	  will	  be	  implemented	  

%	  of	  project	  proposals	  /	  ideas	  per	  year	  
that	  will	  be	  implemented	  

#	  of	  planning	  documents	  completed	  
w/in	  a	  given	  time	  frame	   	  

%	  of	  customers	  satisfied	  w/	  assistance	  
in	  preparing	  applications	  for	  funds	  

	  	   	   	  	  

	  	  

Number	  of	  jobs	  created	  and	  retained	  
by	  attracting	  businesses	  through	  tax	  

abatement	  program	   	  	  

	  	  

%	  of	  new	  "A"	  businesses	  brought	  into	  
the	  county	  through	  the	  abatement	  

program	   	  	  

	  	   	   	  	  

Workforce	  
Success	  

	  	   	   	  	  
%	  of	  "skill	  gaps"	  for	  "A	  positions"	  closed	  

in	  a	  given	  time	  frame	  
%	  of	  "skill	  gaps"	  for	  "A	  positions"	  
closed	  in	  a	  given	  time	  frame	  

%	  of	  "skill	  gaps"	  for	  "A	  positions"	  closed	  
in	  a	  given	  time	  frame	  

Extent	  of	  organizational	  training	   Extent	  of	  organizational	  training	   Extent	  of	  organizational	  training	  
%	  retention	  of	  core	  competency	  

workforce	  
%	  retention	  of	  core	  competency	  

workforce	  
%	  retention	  of	  core	  competency	  

workforce	  

	  	  

Extent	  to	  which	  employees	  are	  able	  to	  
move	  quickly	  w/	  ideas	  and	  make	  

change	  happen	   	  	  
Extent	  to	  which	  EDP	  defines	  individual	  
goals	  and	  holds	  employees	  to	  those	  

goals	  (accountability)	   	  	  

Extent	  to	  which	  EDP	  defines	  individual	  
goals	  and	  holds	  employees	  to	  those	  

goals	  (accountability)	  

	  	   	  	   	  	  

Workforce	  
Competencies	  

	  	   	  	   	  	  

%	  Taking	  Certification	  Exams	   %	  Taking	  Certification	  Exams	   %	  Taking	  Certification	  Exams	  

Extent	  of	  Cross-‐Functional	  Teamwork	   Extent	  of	  Cross-‐Functional	  Teamwork	   Extent	  of	  Cross-‐Functional	  Teamwork	  

Extent	  of	  Organizational	  Learning	   Extent	  of	  Organizational	  Learning	   Extent	  of	  Organizational	  Learning	  
Extent	  to	  which	  employees	  will	  put	  

forth	  extra	  effort	  as	  needed	  	  
Extent	  to	  which	  employees	  will	  put	  

forth	  extra	  effort	  as	  needed	  	  
Extent	  to	  which	  employees	  will	  put	  

forth	  extra	  effort	  as	  needed	  	  
%	  of	  Identified	  New	  Skills	  Within	  a	  

Certain	  Time	  Period	   	  	   	  	  
%	  of	  Original	  Ideas	  That	  Are	  

Implemented	   	  	   	  	  

Workforce	  
Behaviors	  

	  	   	  	   	  	  
Satisfaction	  w/	  Advancement	  
Opportunities	  &	  Compensation	  

Satisfaction	  w/	  Advancement	  
Opportunities	  &	  Compensation	  

Satisfaction	  w/	  Advancement	  
Opportunities	  &	  Compensation	  

Understands	  Performance	  Mgmt.	  &	  
Appraisal	  Process	  

Understands	  Performance	  Mgmt.	  &	  
Appraisal	  Process	  

Understands	  Performance	  Mgmt.	  &	  
Appraisal	  Process	  

Extent	  Clearly	  Understands	  Individual	  
Goals	  

Extent	  Clearly	  Understands	  Individual	  
Goals	  

Extent	  Clearly	  Understands	  Individual	  
Goals	  

Extent	  Clearly	  Understands	  Agency	  
Strategy	  

Can	  Make	  Decisions	  w/o	  Approval,	  
Given	  Experience	  

Extent	  Clearly	  Understands	  Agency	  
Strategy	  

	  	   Perceive	  Managers	  as	  Inflexible	  	   	  	  

	  	  
Extent	  Clearly	  Understands	  Agency	  

Strategy	   	  	  

Workforce	  
Mind-‐

set/Culture	  
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