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1 D.C. DEPARTMENT OF HUMAN RESOURCES

Mission: The mission of the DC Department of Human Resources (DCHR) is to strengthen individual and
organizational performance and enable the District government to attract, develop, and retain a highly qualified,
diverse workforce.

Services: DCHR offers executive management to District government officials and/or agencies by providing
personnel-related services to help each agency meet daily mission mandates. Specific services provided include
position classification and recruitment services, the interpretation of personnel-related policy, as well as oversight
control (such as the adherence to regulatory requirements) for effective recruitment and staffing, strategic and
financial restructuring through realignment assistance, and resource management. In addition, the agency provides
D.C. government employees with a variety of services, including employee benefits and compensation guidance,
performance management, compliance, audit assessments, legal guidance on personnel matters, and
training/development.
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2 2024 OBJECTIVES

Strategic Objective

DCHR strategically and expeditiously sources, selects and on-boards highly talented individuals with the
acumen, aptitude, and attitude to thrive in District Government.

DCHR engages District employees to ensure that each person is in the right job and has been provided with the
right resources to leverage their knowledge, skills, and behaviors to meet District goals and sustain
organizational success.

DCHR defines the pathways, programs and processes to create opportunities to continuously develop District
employees and residents through assignments and activities aimed at advancing their career trajectory.

Create and maintain a highly efficient, transparent, and responsive District government.
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3 2024 OPERATIONS

Operation Title Operation Description Type of Operation

DCHR strategically and expeditiously sources, selects and on-boards highly talented individuals with the acu-
men, aptitude, and attitude to thrive in District Government.

Recruitment and Staffing Recruiting and hiring the District Government’s Daily Service
Services managerial and non-managerial personnel according
to the dictates of the DC Government's hiring
practices.
HR Information Systems DCHR administers the Districts HR Information Daily Service
Administration Systems which helps maintain accurate records on

personnel, and facilitates numerous HR functions
such as payroll, performance, compliance, training,
recruiting, and benefits.

Credentialing (issuing and Issuing ID badges required in secure areas of the Daily Service
revoking badges) facilities; such as employee work spaces.

Background checks and drug  Drug and Alcohol Enforcement Compliance. Daily Service
and alcohol screening

Position classification and Job classification is a system for objectively and Daily Service
management accurately defining and evaluating the duties,

responsibilities, tasks, and authority level of a job.
Position management refers to the HRMS system
relationships between organization structure, jobs,
positions and employees with all of their associated
characteristics. It also needs to incorporate the
process of how positions are created and maintained
within the organization.

DCHR engages District employees to ensure that each person is in the right job and has been provided with the
right resources to leverage their knowledge, skills, and behaviors to meet District goals and sustain organizational
success.

Merit Executing raises and dispensing bonuses for Key Project
Pay/Incentives/Rewards exceptional service.
Health, Pension, Retirement,  Administering all aspects of the District Government  Daily Service
and Wellness Programs workforce's Pension, Retirement, and Wellness
Programs.
Employee Relations Managing employee complaints and concerns, Daily Service
addressing grievances, and advising on disciplinary
actions.
Auditing and Compliance Reviewing and examining agency compliance with Daily Service
Enforcement District rules and regulations. Providing
recommendations for improvements as needed.
Family and Medical Leave Managing all aspects of FMLA and PFL claims Daily Service
Act and Paid Family Leave Act  including answering employee questions, verifying
Administration agency approved FMLA/PFL hours, and when

applicable working with the Office of Payroll and
Retirement Services to ensure accurate employee
access and reporting of FMLA/PFL hours. Also
includes data analysis of FMLA/PFL trends.
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(continued)

Operation Title

Operation Description Type of Operation

Measurement, Analysis, and
Planning

Policy development,
amendment, and

guidance/interpretation of D.C.

personnel regulations
contained in the DC Municipal
Regulations/District Personnel
Manual

Measuring and monitoring HR data including Daily Service
responding to data requests, creating dashboards,

providing biweekly reports to management;

Managing all aspects of the District Government’s

Performance Management Platform.

Managing updates necessary to the District Daily Service
Personnel Manual (DPM) and Comprehensive Merit

Personnel Act (CMPA).

DCHR defines the pathways, programs and processes to create opportunities to continuously develop District
employees and residents through assignments and activities aimed at advancing their career trajectory.

Employee Performance
Management

Learning and Development
Programs

Running DCHR’s Performance Management system Daily Service
including customer care, training, reporting, and

managing all aspects of the DC Government's

personnel performance management platform.

Developing course work and instruction for all Daily Service
in-house training course; administering vendor-led

courses; and designing and administering various

development programs such as the District

Leadership Program and Capital City Fellows

program.

Create and maintain a highly efficient, transparent, and responsive District government.

Call and Walk-in Center

Shared Services

FOIA and Litigation Support

Interfacing with and providing customer care for the  Daily Service
DCHR clientele to include calls, emails,walk-ins, and

mail. Also includes analyzing visitor trends.

The consolidation of administrative and support Key Project
functions from several agencies into a single,

stand-alone organizational entity (DCHR).

Responding to Freedom of Information Act requests  Daily Service
from the public.
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4 2024 STRATEGIC INITIATIVES

Title

Description

Proposed
Completion
Date

District Branding and
Marketing

Employee Retention

HR Training

HR Service Delivery

In FY24, DCHR will focus on marketing the District as an
employer of choice by increasing the use of social media,
creating and posting informative videos that showcase
District employees, and expanding the way DCHR engages
with applicants.

In FY24, DCHR will launch several initiatives focused on
employee retention including: an emerging leaders program,
feedback surveys, and a manager toolkit portal.

In FY24, DCHR will develop and launch comprehensive HR
training for managers and the HR community. The training
will focus on topics to include the recruitment process,
compensation, and employee relations.

In FY24, DCHR will collaborate with the Office of the Chief
Technology Officer (OCTO), to research, procure, and
implement improvements to the HR Service Delivery that
will lead to a more efficient and streamlined applicant and
employee process.

9/30/2024

9/30/2024

9/30/2024

9/30/2024
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5 2024 KEY PERFORMANCE INDICATORS AND WORKLOAD MEASURES

Key Performance Indicators

Measure Directionality FY 2021 FY 2022 FY 2023 FY 2024
Target

DCHR strategically and expeditiously sources, selects and on-boards highly talented individuals with the acu-
men, aptitude, and attitude to thrive in District Government.

Percent of new hires that are DC Up is Better 52.7% 55.1% 53.5% 65%
residents

Percent of DC Government Up is Better  42.8% 43.3% 44% 60%
employees that are DC residents

New Hire Turnover Rate Down is 6.9% 9% 13.2% 8%

Better

Average number of days to fill vacancy  Down is 775 73.5 86 60

from post to offer acceptance Better

DCHR engages District employees to ensure that each person is in the right job and has been provided with the
right resources to leverage their knowledge, skills, and behaviors to meet District goals and sustain organizational
success.

Percent of DC Government Up is Better 511% 57.5% 61.5% 65%
employees participating in the deferred
compensation program

Percent of Employees That Up is Better New in New in 33.3% 30%
Completed an Online Training (Through 2023 2023
Percipio)

Percent of District Leadership Up is Better New in New in 10.5% 70%
Program Participants (who are not 2023 2023

returning to school) hired into District
Employment

DCHR defines the pathways, programs and processes to create opportunities to continuously develop District
employees and residents through assignments and activities aimed at advancing their career trajectory.

Percent of DC Government employee Up is Better 93.8% 03% Q4% Q4%
performance plans completed (excludes
DCPS and independent agencies)

Percent of DC Government employee  Up is Better 92.9% 90.3% 93.2% 91%
performance evaluations completed
(excludes DCPS and independent
agencies)
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Workload Measures

Measure FY 2021 FY 2022 FY 2023
Background checks and drug and alcohol screening

Number of drug/alcohol tests 6,392 6,090 6,072
conducted

Number of criminal checks 23,716 33,841 36,393
conducted
Call and Walk-in Center

Number of customer resource o) o) o
center walk-ins

Number of Customer Calls to 45,938 31,929 52,649
Customer Care Center and Benefits

Number of customers accessing 354,414 502,673 439,781
DCHR’s website
Position classification and management

Number of Desk Audits 5 10 12
Completed

Number of positions classified New in 2023 New in 2023 304
Recruitment and Staffing Services

Number of new hires 5,441 7,426 7,333

Number of job postings 2,656 3,829 3,612

Number of Personnel Actions 9,295 1,038 11,528
Processed in the Human Resources
Information System (HRIS),
PeopleSoft
Employee Relations

Number of grievances processed 5 7 5
Health, Pension, Retirement, and Wellness Programs

Number of retirements 627 560 475

Number of Retirement Readiness 4 o) 2
trainings delivered
Learning and Development Programs

Number of unique employees 7,423 2,414 7.955
completing at least one training

Number of unique trainings 352 94 87
completed

Number of Individual Training 64,233 100,688 135,028
Courses Completed Through
Online Training Platform (Percipio)
Shared Services

Number of employees completing 569 258 19
a diversity or inclusion training class

Number of employees trained as 139 95 12
sexual harassment officers

Number of managers trained on 245 82 326

sexual harassment prevention
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1 INTRODUCTION

This document presents the Fiscal Year 2025 Performance Plan for the D.C. Department of Human Resources.

This Performance Plan is the first of two agency performance documents published each year. The Performance
Plan is published twice annually - preliminarily in March when the Mayor’s budget proposal is delivered, and again
at the start of the fiscal year when budget decisions have been finalized. A companion document, the Performance
Accountability Report (PAR), is published annually in January following the end of the fiscal year. Each PAR
assesses agency performance relative to its annual Performance Plan.

Performance Plan Structure: Performance plans are comprised of agency Objectives, Administrative Structures
(such as Divisions, Administrations, and Offices), Activities, Projects and related performance measures. The
following describes these plan components, and the types of performance measures agencies use to assess their
performance.

Objectives: Objectives are statements of the desired benefits that are expected from the performance of an
agency's mission. They describe the goals of the agency.

Administrative Structures: Administrative Structures represent the organizational units of an agency, such as
Departments, Divisions, or Offices.

Activities: Activities represent the programs and services an agency provides. They reflect what an agency does
on a regular basis (e.g., processing permits).

Projects: Projects are planned efforts that end once a particular outcome or goal is achieved.

Measures: Performance Measures may be associated with any plan component, or with the agency overall.
Performance Measures can answer broad questions about an agency’s overall performance or the performance of
an organizational unit, a program or service, or the implementation of a major project. Measures can answer
questions like “How much did we do?”, “How well did we do it?”, “How quickly did we do it?”, and “Is anyone better
off?” as described in the table below. Measures are printed throughout the Performance Plan, as they may be
measuring an objective, an administrative structure, an activity, or be related to the agency performance as a whole.

Measure Type Measure Description Example
Quantity Quantity measures assess the volume of work an agency “Number of public art
performs. These measures can describe the inputs (e.g., projects completed”

requests or cases) that an agency receives or the work that
an agency completes (e.g., licenses issued or cases closed).
Quantity measures often start with the phrase “Number

of..”.

Quality Quality measures assess how well an agency’s work meets "Percent of citations
standards, specifications, resident needs, or resident issued that were
expectations. These measures can directly describe the appealed”

quality of decisions or products or they can assess resident
feelings, like satisfaction.
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(continued)

Measure Type Measure Description Example

Efficiency Efficiency measures assess the resources an agency used to ~ "Percent of claims
perform its work and the speed with which that work was processed within 10
performed. Efficiency measures can assess the unit cost to business days”

deliver a product or service, but typically these measures
assess describe completion rates, processing times, and

backlog.

Outcome Outcome measures assess the results or impact of an “Percent of families
agency’s work. These measures describe the intended returning to
ultimate benefits associated with a program or service. homelessness within 6-

12 months”

Context Context measures describe the circumstances or “Recidivism rate for
environment that the agency operates in. These measures 18-24 year-olds”
are typically outside of the agency’s direct control.

District-wide Indicators  District-wide indicators describe demographic, economic, “Area median income”

and environmental trends in the District of Columbia that
are relevant to the agency's work, but are not in the control
of a single agency.

Agencies set targets for most performance measures before the start of the fiscal year. Targets may represent goals,
requirements, or national standards for a performance measure. Agencies strive to achieve targets each year, and
agencies provide explanations for targets that are not met at the end of the fiscal year in the subsequent
Performance Accountability Report. Not all measures are associated with a target. For example, newly added
measures do not require targets for the first year, as agencies determine a data-informed benchmark. Additionally,
change in some quantity or context measures and District-wide indicators may not indicate better or worse
performance, but are “neutral” measures of demand or input, or are outside of the agency’s direct control. In some
cases the relative improvement of a measure over a prior period is a more meaningful indicator than meeting or
exceeding a particular numerical goal, so a target is not set.
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2 D.C. DEPARTMENT OF HUMAN RESOURCES OVERVIEW

Mission: The mission of the DC Department of Human Resources (DCHR) is to strengthen individual and
organizational performance and enable the District government to attract, develop, and retain a highly qualified,
diverse workforce

Summary of Services: DCHR offers executive management to District government officials and/or agencies by
providing personnel-related services to help each agency meet daily mission mandates. Specific services provided
include position classification and recruitment services, the interpretation of personnel-related policy, as well as
oversight control (such as the adherence to regulatory requirements) for effective recruitment and staffing,
strategic and financial restructuring through realignment assistance, and resource management. In addition, the
agency provides D.C. government employees with a variety of services, including employee benefits and
compensation guidance, performance management, compliance, audit assessments,legal guidance on personnel
matters, and training/development.

Objectives:

1. DCHR strategically and expeditiously sources, selects and on-boards highly talented individuals with the
acumen, aptitude, and attitude to thrive in District Government.

2. DCHR engages District employees to ensure that each person is in the right job and has been provided with
the right resources to leverage their knowledge, skills, and behaviors to meet District goals and sustain
organizational success.

3. DCHR defines the pathways, programs and processes to create opportunities to continuously develop
District employees and residents through assignments and activities aimed at advancing their career
trajectory.

4. Efficient, Transparent, and Responsive Government

Activities:
1. Recruitment and Staffing Services
2. Merit Pay/Incentives/Rewards
3. Employee Performance Management
4. HR Information Systems Administration
5. Credentialing (issuing and revoking badges)
6. Background checks and drug and alcohol screening
7. Position classification and management
8. Health, Pension, Retirement, and Wellness Programs
9. Learning and Development Programs
10. Employee Relations
11. Auditing and Compliance Enforcement
12. Family and Medical Leave Act and Paid Family Leave Act Administration

13. Measurement, Analysis, and Planning
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14. Shared Services

15. Policy development, amendment, and guidance/interpretation of D.C. personnel regulations contained in the
DC Municipal Regulations/District Personnel Manual

16. FOIA and Litigation Support

17. Call and Walk-in Center
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3 OBIJECTIVES

3.1 DCHRSTRATEGICALLY AND EXPEDITIOUSLY SOURCES, SELECTS AND ON-BOARDS
HIGHLY TALENTED INDIVIDUALS WITH THE ACUMEN, APTITUDE, AND ATTITUDE
TO THRIVE IN DISTRICT GOVERNMENT.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target

Average number of days to fill Efficiency Down is 86 94.65 60

vacancy from post to offer Better

acceptance

New Hire Turnover Rate Outcome Down is 13.20% 12.64% 8%
Better

Percent of DC Government Outcome Up is Better 43.97% 43.84% 60%

employees that are DC

residents

Percent of new hires that are Outcome Up is Better 53.5% 52.9% 65%

DC residents

3.2 DCHR ENGAGES DISTRICT EMPLOYEES TO ENSURE THAT EACH PERSON IS IN
THE RIGHT JOB AND HAS BEEN PROVIDED WITH THE RIGHT RESOURCES TO
LEVERAGE THEIR KNOWLEDGE, SKILLS, AND BEHAVIORS TO MEET DISTRICT GOALS
AND SUSTAIN ORGANIZATIONAL SUCCESS.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target

Percent of DC Government Outcome Up is Better  61.5% 64.83% 65%

employees participating in the

deferred compensation

program

Percent of Employees That Outcome Up is Better  33.31% 15.43% 30%

Completed an Online Training
(Through Percipio)

3.3 DCHR DEFINES THE PATHWAYS, PROGRAMS AND PROCESSES TO CREATE OP-
PORTUNITIES TO CONTINUOUSLY DEVELOP DISTRICT EMPLOYEES AND RESI-
DENTS THROUGH ASSIGNMENTS AND ACTIVITIES AIMED AT ADVANCING THEIR

CAREER TRAJECTORY.
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Related Measures Measure Directionality FY2023

Type

FY2024

FY2025
Target

Percent of DC Government Outcome Up is Better
employee performance
evaluations completed

(excludes DCPS and

independent agencies)

Percent of DC Government Outcome Up is Better
employee performance plans

completed (excludes DCPS

and independent agencies)

93.23%

Q4%

86%

94.28%

91%

94%

3.4 EFFICIENT, TRANSPARENT, AND RESPONSIVE GOVERNMENT

Create and maintain a highly efficient, transparent, and responsive District government.

Related Measures Measure Directionality FY2023

Type

FY2024

FY2025
Target

Percent of agency staff who Outcome Up is Better
were employed as

Management Supervisory

Service (MSS) employees prior

to 4/1 of the fiscal year that had

completed an Advancing Racial

Equity (AE204) training

facilitated by ORE within the

past two years

Percent of employees thatare ~ Outcome Up is Better
District residents

Percent of new hires that are Outcome Up is Better
current District residents and

received a high school diploma

from a DCPS or a District

Public Charter School, or

received an equivalent

credential from the District of

Columbia

Percent of new hires that are Outcome Up is Better
District residents

Percent of required contractor ~ Outcome Up is Better
evaluations submitted to the

Office of Contracting and

Procurement on time

NA

51.82%

23.08%

47.83%

43.48%

45%

49.36%

32.5%

42.86%

10%

No Target
Set

No Target
Set

No Target
Set

No Target
Set

No Target
Set
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4 ACTIVITIES

4.1 RECRUITMENT AND STAFFING SERVICES

Recruiting and hiring the District Government’s managerial and non-managerial personnel according to the dictates
of the DC Government's hiring practices.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target
Number of job postings Quantity Up is Better 3,612 3,144 *
Number of new hires Quantity Up is Better 7,333 7,241 *
Number of Personnel Actions Quantity Neutral 11,528 9,940 *

Processed in the Human
Resources Information System

(HRIS), PeopleSoft

*Specific targets are not set for this measure

4.2 MERIT PAY/INCENTIVES/REWARDS

Executing raises and dispensing bonuses for exceptional service.

No Related Measures

4.3 EMPLOYEE PERFORMANCE MANAGEMENT

Running DCHR'’s Performance Management system including customer care, training, reporting, and managing all
aspects of the DC Government'’s personnel performance management platform.

No Related Measures

4.4 HR INFORMATION SYSTEMS ADMINISTRATION

DCHR administers the Districts HR Information Systems which helps maintain accurate records on personnel, and
facilitates numerous HR functions such as payroll, performance, compliance, training, recruiting, and benefits.

No Related Measures

4.5 CREDENTIALING (ISSUING AND REVOKING BADGES)

Issuing ID badges required in secure areas of the facilities; such as employee work spaces.

No Related Measures
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4.6 BACKGROUND CHECKS AND DRUG AND ALCOHOL SCREENING

Drug and Alcohol Enforcement Compliance.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target

Number of criminal checks Quantity Neutral 36,393 35,607 *

conducted

Number of drug/alcohol tests Quantity Neutral 6,072 7,676 *

conducted

*Specific targets are not set for this measure

4.7 POSITION CLASSIFICATION AND MANAGEMENT

Job classification is a system for objectively and accurately defining and evaluating the duties, responsibilities,
tasks, and authority level of a job. Position management refers to the HRMS system relationships between
organization structure, jobs, positions and employees with all of their associated characteristics. It also needs to
incorporate the process of how positions are created and maintained within the organization.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target

Number of Desk Audits Quantity Neutral 12 24 *

Completed

Number of positions classified ~ Quantity Neutral 304 414 *

*Specific targets are not set for this measure

4.8 HEALTH, PENSION, RETIREMENT, AND WELLNESS PROGRAMS

Administering all aspects of the District Government workforce's Pension, Retirement, and Wellness Programs.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target
Number of Retirement Outcome Neutral 2 16 *

Readiness trainings delivered

Number of retirements Quantity Neutral 475 437

*Specific targets are not set for this measure

49 LEARNING AND DEVELOPMENT PROGRAMS

Developing course work and instruction for all in-house training course; administering vendor-led courses; and
designing and administering various development programs such as the District Leadership Program and Capital
City Fellows program.
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Related Measures Measure Directionality FY2023 FY2024 FY2025

Type Target
Number of Individual Training Quantity Neutral 135,028 59,033 *
Courses Completed Through
Online Training Platform
(Percipio)
Number of unique employees Quantity Up is Better 7955 39,267 *
completing at least one training
Number of unique trainings Quantity Up is Better 87 278 *

completed

*Specific targets are not set for this measure

4.10 EMPLOYEE RELATIONS

Managing employee complaints and concerns, addressing grievances, and advising on disciplinary actions.

Related Measures Measure Directionality FY2023 FY2024 FY2025

Type Target
Number of grievances Quantity Down is 5 3 *
processed Better

*Specific targets are not set for this measure

4.11 AUDITING AND COMPLIANCE ENFORCEMENT

Reviewing and examining agency compliance with District rules and regulations. Providing recommendations for
improvements as needed.

No Related Measures

4.12 FAMILY AND MEDICAL LEAVE ACT AND PAID FAMILY LEAVE ACT ADMINISTRA-
TION

Managing all aspects of FMLA and PFL claims including answering employee questions, verifying agency approved
FMLA/PFL hours, and when applicable working with the Office of Payroll and Retirement Services to ensure
accurate employee access and reporting of FMLA/PFL hours. Also includes data analysis of FMLA/PFL trends.

No Related Measures

4.13 MEASUREMENT, ANALYSIS, AND PLANNING

Measuring and monitoring HR data including responding to data requests, creating dashboards, providing biweekly
reports to management; Managing all aspects of the District Government’s Performance Management Platform.

Page 11 /14



No Related Measures

4.14 SHARED SERVICES

The consolidation of administrative and support functions from several agencies into a single, stand-alone
organizational entity (DCHR).

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target
Number of employees Quantity Neutral 19 12 *

completing a diversity or
inclusion training class

Number of employees trained Quantity Neutral 12 284
as sexual harassment officers

Number of managers trained Quantity Neutral 326 2,523 *
on sexual harassment
prevention

*Specific targets are not set for this measure

4.15 POLICY DEVELOPMENT, AMENDMENT, AND GUIDANCE/INTERPRETATION OF
D.C. PERSONNEL REGULATIONS CONTAINED IN THE DC MUNICIPAL REGULA-
TIONS/DISTRICT PERSONNEL MANUAL

Managing updates necessary to the District Personnel Manual (DPM) and Comprehensive Merit Personnel Act

(CMPA).

No Related Measures

4.16 FOIA AND LITIGATION SUPPORT

Responding to Freedom of Information Act requests from the public.

No Related Measures

4.17 CALL AND WALK-IN CENTER

Interfacing with and providing customer care for the DCHR clientele to include calls, emails,walk-ins, and mail. Also
includes analyzing visitor trends.

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target

Number of Customer Calls to Outcome Neutral 52,649 39,021 *

Customer Care Center and

Benefits
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(continued)

Related Measures Measure Directionality FY2023 FY2024 FY2025
Type Target

Number of customer resource  Quantity Neutral o 131 *

center walk-ins

Number of customers Outcome Neutral 439,781 379,730 *

accessing DCHR'’s website

*Specific targets are not set for this measure
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5 PROJECTS

5.1 STRATEGIC HIRING AND RESIDENT PREPAREDNESS
Proposed Completion Date: September 30, 2025

DCHR will host strategic hiring events and prepare District residents for government opportunities by facilitating
community career conversations and informative job preparedness conversations that focus on applying and
interviewing for District job opportunities.

5.2 EMPLOYEE PROFESSIONAL DEVELOPMENT
Proposed Completion Date: September 30, 2025

DCHR will review and revamp our professional development opportunities at various workforce levels. Special
emphasis will be placed on upskilling and reskilling to ensure that employees are prepared for the implementation
of Al in their daily work.

5.3 HR SERVICE DELIVERY
Proposed Completion Date: September 30, 2025

DCHR will collaborate with the Office of the Chief Technology Officer (OCTO), to research, procure, and
implement improvements to the HR Service Delivery that will lead to a more efficient and streamlined employee
process by facilitating the tracking and completion of HR services such as benefits, retirement, and classification.

5.4 HR TRAINING
Proposed Completion Date: September 30, 2025

DCHR will continue to develop and launch comprehensive HR training for the HR community to increase efficiency.
The training will provide real-life examples and user guides to assist with knowledge application.
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Training Subject

FY25

Legal Conference

NELI Employment Law Conference

EEO Investigative Interviewing Techniques

FY24

Basic Governmental Auditing

Federal Employee Relations (Basic)

Federal Position Management

Jump Starting High-Performing Teams: The Fundamentals

Speaking with Confidence

CSRS and FERS Retirement and Benefits

International Public Management Association Certification

Ability to Research, Analyze, and Solve Problems

EEQ Training for New Investigators

EEO Investigative Interviewing Techniques

FMLA and ADA: Best Practices for Managing Leaves of Absence

Wellness Conference

Summit Data Conference

National CPM Consortium

Legal Conference

Society for Human Resource Management - Annual Conference

Microsoft Power Platform Fundamentals

Mid-Year Employment Law Conference




Name of Trainer

Number of Employees
Trained

ACI*AMERICAN CONF INST

National Employment Law Institute

EEOC Training Institute

w

Graduate School USA

Graduate School USA

Graduate School USA

Graduate School USA

Graduate School USA

Graduate School USA

Public Service HR Association

Human Resources Institute

EEOC Training Institute

EEOC Training Institute

EEOC Training Institute

National Wellness Institute

Information Today, Inc.

National CPM Consortium

American Conference Institute

NIFR|FRP|IFR[OIRINIOOIN|IFRPIFR]IA~IN]E-

SHRM

=
o

Koenig Solutions

N

NATI EMP LAW INSTITUTE

[EEN




Position Title

Employee Count

Average Rating

CORRECTIONAL OFFICER 567 3
Program Analyst 516 4
Social Service Representative 299 3
SOCIAL WORKER 215 3
Program Manager 203 4
Management Analyst 196 4
MOTOR VEHICLE OPERATOR 195 3
YOUTH DEVELOPMENT REPRESENTATI 187 3
Traffic Control Officer 183 3
SANITATION WORKER 169 3
Safety Technician 168 3
Behavioral Health Technician 160 3
PSYCHIATRIC NURSE 159 4
Investigator 154 3
Staff Assistant 145 4
Program Support Specialist 144 4
Parking Enforcement Officer 142 3
Case Manager 131 3
LIBRARY ASSOCIATE 128 3
Human Resources Specialist 113 4
Environmental Protection Speci 97 4
Program Specialist 96 4
INFORMATION TECHNOLOGY SPECIAL 90 4
Legal Instrument Examiner (DMV 89 3
CONTRACT SPECIALIST 88 4
Program Support Assistant 85 3
Dispatcher 82 3
Vocational Development Special 76 3
LIBRARY TECHNICIAN 75 3
Customer Service Representativ 69 3
COMPLIANCE SPECIALIST 69 4
Service Coordinator | 62 4
Information Technology Spec. 62 3
Supvy Social Services Represen 61 4
CIVIL ENGINEER 60 4
Special Police Officer 59 3
RESOURCE DEVELOPMENT SPEC 57 4
SANITATION CREW CHIEF 50 3
TRAINING SPECIALIST 49 4
SANITATION SUPERVISOR 49 4
Supervisory Contract Specialis 49 4
Family Support Worker 49 3
Public Health Analyst 47 3
CORRECTIONAL OFFICER - LEAD 47 3
Project Manager 46 4
Paralegal Specialist 46 4
IT Specialist 45 4
SUPV SOCIAL WORKER 44 4
Special Assistant 44 4
Case Management Specialist 44 3
LIBRARIAN 43 3
Forensic Scientist (Crime Scen 43 3
Grants Management Specialist 43 4




Recreation Specialist 42 3
SANITATION WORKER TASK GROUP 42 3
Executive Assistant 41 4
CLERICAL ASSISTANT 40 3
Social Services Assistant 38 3
Vocational Rehabilitation Spec 37 3
Program Support Assistant (OA) 37 3
Public Affairs Specialist 37 4
Telecomm Equipment Operator 36 3
Policy Analyst 35 4
Maintenance Worker (Custodian) 35 3
Engineering Technician 35 3
UNEMPLOYMENT COMPENSATION CLAI 33 3
Supervisory Librarian 32 3
Legal Instrument Examiner 32 3
Engineering Tech. (Civil) 32 4
SUPV CORRECTIONAL OFFICER 31 3
Program Coordinator 31 4
HEARING EXAMINER 31 4
Customer Service Specialist 31 3
Supervisory IT Specialist 30 4
MAINTENANCE MECHANIC 30 3
Health Licensing Specialist 30 3
Energy Program Specialist 30 4
Customer Service Rep. 30 3
Legal Instruments Examiner 29 3
Support Services Specialist 28 4
Social Svcs. Program Manager 28 4
MEDICAL OFFICER (PSYCHIATRY) 28 4
HOUSEKEEPING AIDE 28 3
Contact Representative 28 3
TRANSPORTATION PLANNER 27 4
Workforce Development Spec. 27 4
Chief of Staff 27 4
Early Intervention Service Coo 26 3
Community Outreach Specialist 26 3




Programs

Number and Grade of FTEs

Program

Total Budget

Operations Description

Activities

28-DCHR FY23 Activities and Programs

Outcomes

Health and Wellness Programming

1 FTE, grade CS-13

Manager/Administering

Benefits and Retirement
Administration

Please refer to the
budget document
provided for Question
#8.

Wellness programs include activities such as exercise, weight-loss competitions,
educational seminars, tobacco-cessation programs and health screenings that are
designed to help employees eat better, lose weight and improve their overall
physical health

Coordinating multiple wellness events District-wide including flu shot clinics,
mammovan, and wellness challenges

Over 120 onsite wellness events and over 200 health and wellness
webinars

Benefits and Retirement

Please refer to the
budget document

Working with employees and the Office of Payroll and Retirement Services

Annual Leave Bank Administration 1 FTE, grade CS-11 . . > . Running the District Government workforce's Annual Leave Bank . s N/A
Administration Program |provided for Question to facilitate transferring of donated leave
#8.
Please refer to the Answering employee questions about enrollment and benefits in various
Benefits and Retirement [budget document Running all aspects of the District Government workforce's Health and health and retirement programs;
Health and Retirement Plan Management 7 FTEs, ranging from grade CS-12 to MS-15 & 8 P prog N/A

Administration

provided for Question
#8.

Retirement Plans

Collaborating with various vendors that provide District employee health
and retirement services

Retirement and Death Claims Processing

5 FTEs, ranging from a grade CS-11 to MS-14

Benefits and Retirement
Administration

Please refer to the
budget document
provided for Question
#8.

Executing all DC Government retirements and death claims

Assisting employees to determine retirement eligibility and benefits that
will be taken into retirement

437 retirements processed in FY24

Police and Firefighters’ Retirement and Relief Board

6 FTEs, ranging from grade CS-9 to MS-14

Benefits and
Retirement
Administration/Office
of the General Counsel

Please refer to the
budget document
provided for Question
#8.

Administer the retirement hearings of police and firefighters; provide assistance
and legal guidance during the hearings for Police and Firefighter retirements, and
for other matters before the Board.

Review medical and other documentation for each case, question witnesses
during hearings and draft retirement decisions; review and draft responses
to other requests such as requests for survivor benefits from the family of
deceased service members.

317 cases scheduled in FY24 and 146 for FY24

University Partnerships

1 FTE, grade CS-13

Center for Learning and
Development

Please refer to the
budget document
provided for Question
#8.

Partnering with universities to secure employee tuition reimbursement

Collaborating with local universities and colleges to provide tuition
reimbursement;
Advertising discounts to employees

Partnerships with more than 10 universities/colleges

Employee Training

14 FTEs, ranging from grade CS-9 to MS-15

Center for Learning and
Development

Please refer to the
budget document
provided for Question
#8.

Instructional training including working with vendors, including eLearning vendor

Facilitating employee training;

Managing and collaborating with vendors, including eLearning vendor, to
schedule employee training;

Developing agency-specific training

Over 39,267 employees completed at least one training. 278
unique trainings were completed. Over 59,033 online courses
completed in online learning platform in FY24.

Center for Learning and

Please refer to the
budget document

Includes development programs such as, Certified Public Managers, District

Collaborating with various agencies to match learning opportunities with
the participant;

Learning and Development Programs 4 FTEs, ranging from grade CS-9 to MS-15 i . Leadership Program, Six Sigma, Capital City Fellows and Learn, Earn, Advance, . ) i N/A
Development provided for Question Advertising and evaluating applicants for programs;
Prosper (LEAP) . . . .
#8. Providing guidance and mentorship to participants
Please refer to the This program facilitated trainings and coaching clinics for managers within District . i . .
Center for Learning and [budget document Government agencies where managers can obtain professional development Training managers on effective coaching techniques;
Coaching Program 3 FTEs, ranging from grade CS-13 to CS-14 8 & & 8 P P Providing managers with coaching resources N/A

Development

provided for Question
#8.

advice and other coaching resources. The impact of this program was measured
through using pre- and post- surveys.

Recruitment and Staffing Services

23 FTEs, ranging from grade CS-7 to MS-15

HR Solutions
Administration

Please refer to the
budget document
provided for Question
#8.

Recruiting and onboarding the District Government's managerial and non-
managerial personnel according to the dictates of the DC Government's hiring
practices.

Reviewing documentation submitted from subordinate agencies to ensure
compliance and accuracy. Facilitate full-day new employee orientations that
include presentations from DCHR and partners District-wide

Over 7,200 new employees hired, over 3,100 jobs posted, and over
9,900 personnel actions processed in FY24

Classification management

7 FTEs, ranging from grade CS-9 to MS-14

HR Solutions
Administration

Please refer to the
budget document
provided for Question
#8.

Job classification is a system for objectively and accurately defining and
evaluating the duties, responsibilities, tasks, and authority level of a job.

Classifying positions based on associated duties
Recertifying position descriptions

Conducting desk audits

Assisting agencies with realignments and reoganizations

24 desk audits completed in FY24

PeopleSoft Helpdesk

5 FTEs, ranging from grade CS-9 to MS-14

Please refer to the
budget document
provided for Question
#8.

PeopleSoft technical assistance including PeopleSoft password support, error
messages, creating reports, and escalation of errors to OCTO.

Answering employee and job applicant questions via phone and email
Analyzing call trends to provide needed training

10,026 tickets handled in FY24

Compliance Auditing

3 FTEs, ranging from grade CS-11 to MS-14

Policy and Compliance
Administration

Please refer to the
budget document
provided for Question
#8.

Reviewing and examining agency compliance with District rules and regulations
including residency requirements. Providing recommendations for improvements
as needed.

DCHR regularly conducts required and requested audits to ensure the
efficiency of the District Government and adherence to the District
Personnel Manual.

N/A

Criminal History Checks

4 FTEs, ranging from grade CS-12 to MS-15

Policy and Compliance
Administration

Please refer to the
budget document
provided for Question
#8.

Obtain fingerprints and evaluate criminal histories against regulatory factors to
determine individual suitability for government employment.

Candidate/employee suitability assessments. Results and outcomes are
stored electronically.

Investigating certain cases to determine if applicant is suitable for specific
job

Over 35,000 criminal background checks conducted in FY24

Drug and Alcohol Enforcement Compliance

4 FTEs, ranging from grade CS-11 to MS-14

Policy and Compliance
Administration

Please refer to the
budget document
provided for Question
#8.

Drug and Alcohol Enforcement Compliance

Receive drug testing results and, if necessary, take proper administrative
action against employees on behalf of the employing agency. Results and
outcomes are stored electronically.

Analyzing documentation received from vendors

Recommending applicable employee actions when needed

Over 7,000 drug/alcohol tests in FY24




Programs

Number and Grade of FTEs

Program

Total Budget

Operations Description

Activities

28-DCHR FY23 Activities and Programs

Outcomes

Personnel Investigations

6 FTEs, ranging from grades LS-12 to LX-2; support and
other staff grades vary.

Manager/Administering

Office of the General
Counsel

Please refer to the
budget document
provided for Question
#8.

Upon request by agency leadership and based on scope of the concern, DCHR
may investigate allegations of systemic personnel challenges.

Conduct fact-finding investigations into alleged personnel violations or
mismanagement with significant agency impact.

N/A

Fitness for Duty

2 FTEs, CS-11 and MS-14

Policy and Compliance
Administration

Please refer to the
budget document
provided for Question
#8.

Whenever any agency has concerns for the wellbeing of an employee due to
changes in behavior or performance, DCHR manages the review, approval, and
disposition of agencies’ fitness assessment requests.

DCHR receives and processes fitness for duty assessment requests. The
results are documented electronically.

1 fitness for duty assessment conducted in FY24

Policy and Compliance

Please refer to the
budget document

DCHR develops policy related documents, providing guidance to agencies and

HR Policy Development 3 FTEs, ranging from grade CS-12 to MS-15 . . > . . Develop proposed legislation, rulemaking and policy guidance. N/A
¥ P ging & Administration provided for Question [employees concerning personnel management. P prop & & policye /
#8.
Please refer to the
budget document Measuring and monitoring HR data including responding to data requests and Running report and analyzing various data
HR Program Measurement and Analysis 4 FTEs, ranging from grade CS-13 to MS-16 Strategic Human Capital g . ) & & g resp 8 g grep yzing N/A
provided for Question |creating dashboards
#8.
Please refer to the
budget document Providing guidance on compensation and implementing compensation updates |[Answering compensation questions, running compensation audits,
Compensation Management 2 FTEs, grade CS-12 and CS-14 Strategic Human Capital & 8 g P & P P & y a 8 : N/A

provided for Question
#8.

including cost of living increases and associated retro payments.

processes cost of living increases and retros

Customer Service Management

5 FTEs, ranging from grade CS-9 to MS-13

Strategic Human Capital

Please refer to the
budget document
provided for Question
#8.

Interfacing with and providing customer care for the DCHR clientele to include
calls, emails, walk-ins, and mail.

Answering employee calls/in-person questions

Over 39,000 calls to Customer Care and Benefits Call Centers

2 FTEs, grade CS-9 (This is also a PeopleSoft Self

Please refer to the
budget document

Confirming employee employment dates and positions to outside entities such as

Responding to requestors regarding employee employment dates, salary,

Employee verification Strategic Human Capital N/A
ploy Service function.) 8 P provided for Question |loan/mortgage companies and apartment leasing offices. etc. /
#8.
Please refer to the .
budget document Maintaining the District Government workforce's employee Official Personnel Updating OPFs
Records Management 6 FTEs, ranging from grade CS-7 to MS-13 Strategic Human Capital g . i 8 ploy Ensuring accuracy of documents in OPFs N/A
provided for Question |Files . . .
48 Archiving and requesting OPFs from Archives
Please refer to the
budget document Researching and inputting unemployment information in Department of
Unemployment Claims 2 FTEs, grade CS-11 and MS-13 Strategic Human Capital ! g . . Verifying employment data for the Department of Employment Services , ok . INPHLENG U ploy ! ont P N/A
provided for Question Labor's electronic system
#8.
Please refer to the
e : : .. |budget document , ST - .
Credentialing (issuing and revoking badges) 2 FTEs, grade CS-9 and CS-11 Strategic Human Capital Issuing ID badges required in District buildings Issuing badges to employees, contractors, and volunteers N/A

provided for Question
#8.

Employee Performance Management

1 FTE, grade CS-13

Strategic Human Capital

Please refer to the
budget document
provided for Question
#8.

Running the District's Performance Management system including customer
care, training, reporting, and managing all aspects of the DC Government’s
personnel performance management platform

Agency, employee, and manager training
Technical assistance

Report running

Compliance monitoring

94% of eligible employees had completed performance plans in
FY24 and 91% of evaluations completed for FY23

FOIA

1 FTE, grade LS-12 (FOIA Officer); support and other
staff grades vary.

Office of the General
Counsel

Please refer to the
budget document
provided for Question
#8.

Respond to Freedom of Information Act requests from the public

Communicate with requestors to understand what was requested; collect,
review and prepare documents for responsiveness; draft responses to FOIA
requests and produce documents; respond to FOIA appeals, if any.

23 FOIA requests dispositioned in FY24. To date in FY25, 26 FOIA
requests received (23 dispositioned; 3 pending)

Legal guidance, interpretation and trainings on issues |7 FTEs, ranging from grade LS-12 to LX-2; support staff |Office of the General Please refer to the Provide legal guidance and support to internal/DCHR departments as well asto  [Conduct legal research and review of personnel matters; provide legal N/A
regarding the Comprehensive Merit Personnel Act, grades vary. Counsel budget document sister agencies across the District on various employment law matters. advise verbally and in writing; draft formal responses or memoranda for
District Personnel Manual, and other federal and orovided for Question notable issues; provide trainings to District HR offices and agency General
District personnel and employment laws 43, Counsels on various employment law issues.
Legal sufficiency review of DCHR projects and 7 FTEs, ranging from grade LS-12 to LX-2; support staff |Office of the General Please refer to the Conduct legal sufficiency review of items including MOUs and MOAs, backpay Conduct legal review and research, communicate with drafters and relevant [N/A
documents grades vary. Counsel budget document packages, settlement agreements, suitability analyses, grievance final decisions, [stakeholder to assist with revising and finalizing documents, draft provisions
provided for Question [employee discipline and removals, draft issuances, etc. and documents as needed.
#8.
Draft responses to formal inquiries, investigations, or |7 FTEs, ranging from grade LS-12 to LX-2; support staff [Office of the General Please refer to the Draft responses to formal inquiries, investigations, or anything else DCHR is Communicate with requestor to understand issue; research applicable rules,|N/A

other matters DCHR is required to respond to by law
(e.g., Office of the Inspector General investigations,
pay claims, overpayment appeals)

grades vary.

Counsel

budget document
provided for Question
#8.

required to respond to by law (e.g., Office of the Inspector General investigations,
pay claims, overpayment appeals)

regulations, etc.; and draft formal responses.




Programs

Number and Grade of FTEs

Program

Total Budget

Operations Description

Activities

28-DCHR FY23 Activities and Programs

Outcomes

Employee Relations-Grievances

6 FTEs, ranging from grade CS-9 to MS-14

Manager/Administering

Office of the General
Counsel

Please refer to the
budget document
provided for Question
#8.

Provide subject matter expertise on the District's grievance process and directly
manage grievances at the personnel authority level.

Communicate with employees and/or representatives regarding workplace
issues; provide guidance to agencies and employees around the grievance
regulations; review, investigate, and respond to employee grievances and
concerns; and provide mediation and other informal resolution processes.

In FY24, we managed 4 grievances. To date, we have received 2
grievances in FY25. We received 3-5 calls/emails per week related
to grievances and employee complaints.

Employee Relations- ER Training and Support

6 FTEs, ranging from grade CS-9 to MS-14

Office of the General
Counsel

Please refer to the
budget document
provided for Question
#8.

Provide training to managers and HR partners around core employee relations
topics and support around leave management.

Provide training to District managers and HR partners on leave
management, progressive discipline, and employee grievance process;
support agencies with PFL processing; and provide daily guidance and
support to agencies on FMLA/PFL and ADA concerns as they arise.

In FY24, we conducted approximately 22 formal trainings on
employee relations topics, and have done 14 more in FY25 so far.
We responded to approximately 20-25 calls/emails per week
related to FMLA, ADA, and various ER-related matters.

Sexual Harassment Officer Program Coordination

3 FTEs, ranging from grade CS-12 to LX-1

Office of the General
Counsel

Please refer to the
budget document
provided for Question
#8.

Provide policy guidance, trainings and support to the District's Sexual Harassment
Officers (SHOs); support in the District's overall implementation of Mayor's Order
2023-131.

Provide trainings, policies, one-on-one guidance and other resources to
better equip SHOs in receiving complaints and conducting investigations;
collect information related to the SHO program to help inform future
policies and trainings; collaborate with the Office of Human Rights and EOM
to identify program improvements and training needs.

In FY24, we administered a comprehensive, full day Sexual
Harassment Officer Training for all agency SHOs; so far in FY25, we
have administered 2 brown bag SHO trainings focused on specific
aspects of a SHO investigation.

Apprenticeships and City University

5 FTEs, ranging from a CS-11 to MS-14

Office of the Director

Please refer to the
budget document
provided for Question
#8.

Provide oversight, training, and support for apprenticeship programs. Collaborate
with partners to draft standards and other needed program guidelines.

Collaborate with agencies to draft job specific standards and other
supporting documents, provide guidance to agency managers, host training
sessions for participants, provide coaching and mentoring for participants.

N/A




29-FY23 and FY24 Priority Programs

Program Priority

Description

Staffing Numbers

Expenditure

Community Outreach Actvities

Measurable Outcomes or
Metrics

District Branding and Marketing [DCHR will focus on marketing the District as an employer |1 Public Information $20,000 DCHR will engage with residents through social ~ [Number of videos posted that
of choice by increasing the use of social media, creating  |Officer; 2 Editor and media usage when completing this initiative. highlight benefits of working
and posting informative videos that showcase District Graphic Specialists for the District
employees, and expanding the way DCHR engages with Percent increase in social
applicants. media posts

HR Training DCHR will partner with the District HR community to 1 Program Manager $85,000 DCHR began and is continuing to meet with Number of training materials
develop and launch comprehensive HR training for 1 HR Specialist agencies to seek their feedback on what they would |developed
managers and the HR community. The training will focus like to see included in the HR training onboarding |Number of staff trained
on topics to include the recruitment process, compensation, and training program.
and employee relations.

Strategic Recruitment DCHR will host strategic hiring events and prepare 1 Program Manager $168,000 DCHR hosts community career conversations with (496 individuals were hired

District residents for government opportunities by
facilitating community career conversations and
informative job preparedness conversations that focus on
applying and interviewing for District job opportunities.
DCHR will enhance the use of LinkedIn to strategically
recruit.

applicants during which participants:

*Learn why the District is an employer of choice
and why current employees work for the District,
*Review how to apply for District positions
specifically best practices for using the District's
Applicant Tracking System,

*Receive direct feedback on resumes from a HR
professional, and

*Participate in a mock interview session with
feedback from a HR professional.

from hiring events in FY24

Employee Retention

DCHR will launch several initiatives focused on
employee retention including: an emerging leaders
program, feedback surveys, and a manager toolkit portal.

1 HR Specialist

DCHR has not had any
expenditures toward
this initiative to date.

DCHR implemented a working group of various
agency stakeholders to receive input on the surveys
as they are being developed.

Number of employees
completing surveys

Customer Relationship

Management/HR Service Delivery

DCHR collaborated with the Office of the Chief
Technology Officer (OCTO) to implement a Customer
Relationship Management (CRM) system for customers
requesting HR services including for customer care,
benefits, retirement, center for learning and development,
and classification. This technology provides efficient and
streamlined customer engagement and proactive
monitoring of customer requests and questions.

1 Project Manager

$1.3M

DCHR received feedback from the HR community
during the implementation of the CRM.

10,822 tickets have been
submitted and closed
in ServiceNow
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1 D.C. DEPARTMENT OF HUMAN RESOURCES

Mission: The mission of the DC Department of Human Resources (DCHR) is to strengthen individual and
organizational performance and enable the District government to attract, develop, and retain a highly qualified,
diverse workforce

Services: DCHR offers executive management to District government officials and/or agencies by providing
personnel-related services to help each agency meet daily mission mandates. Specific services provided include
position classification and recruitment services, the interpretation of personnel-related policy, as well as oversight
control (such as the adherence to regulatory requirements) for effective recruitment and staffing, strategic and
financial restructuring through realignment assistance, and resource management. In addition, the agency provides
D.C. government employees with a variety of services, including employee benefits and compensation guidance,
performance management, compliance, audit assessments,legal guidance on personnel matters, and
training/development.
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2 2024 ACCOMPLISHMENTS

Accomplishment

Impact on Agency

Impact on Residents

In FY24, DCHR has hosted
quarterly in-person hiring events.
During the fiscal year, close to a
total of 7500 prospective
employees attended the events, and
nearly 500 job offers were made. To
provide candidates with the needed
resources to be successful, DCHR
hosts several hiring event
preparation sessions that focus on
resume and interview best practices
and tips and how to market yourself
at a hiring event. DCHR also
expanded its partnership with
LinkedIn to post all District
government job announcements
using a process called wrapping. To
give high visibility to hard-to-fill
positions within the District, DCHR
can highlight posted vacancies from
the DC Careers website along with
identified hard-to-fill positions. In
the last 3 months of the fiscal year,
the job postings on LinkedIn have
garnered a total of 170,033 views
and 18,609 clicks from individuals
applying for these positions.

This allowed us to quickly hire
well-qualified and diverse
candidates in support of our agency
mission.
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This provided training and
employment opportunities for
District residents and allowed
agencies to quickly fill positions that
are critical as they support services
provided to residents.



(continued)

Accomplishment

Impact on Agency

Impact on Residents

HR Symposium: In FY24, DCHR
hosted a HR Symposium entitled
Finetuning our HR Skills. The
symposium provided HR
professionals with opportunities to
learn best practices from external
subject matter experts including
those from the Society for Human
Resources Management (SHRM)
and receive training on District

specific processes and procedures.

Sessions included: Building
Meaningful Union Relationships,
Harmonizing Dialogue: The Art of

Effective Communication, Building a

Strong and Inclusive Workforce,
How to Recognize Employee

Behavior and Take the Appropriate

Action, Classification Overview,

Getting Comfortable with Conflict,

Understanding Service

Computation Dates, Compensation

Best Practices, Leave Without Pay,
and much more. Over 200 HR
professionals joined the two-day
event.

This furthers our mission to retain
employees by empowering our HR
professionals to excel within the
agencies and provide the services
that employees need.
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This provided a training opportunity
for HR professionals so they can
provide the needed guidance to
agency managers and employees
and thus leading to more effective
managers and more satisfied
employees.



(continued)

Accomplishment

Impact on Agency

Impact on Residents

In FY24, DCHR’s Wellness Program
had another successful year. The
program earned the Aetna
Workplace Wellness Gold Level
Award for the second consecutive
year&#8239;and increased the
number of onsite wellness events by
25%. New initiatives like the
Summer Self-Care Challenge, Go
Gold Olympic theme challenge, and
most recently Walktober
contributed to increased employee
engagement,
and&#8239;0pportunities for
employees to&#8239;make positive
behavior changes to their overall
health including increased physical
activity, improved mental wellness,
and stronger social wellness. The
program also focused on addressing
mental health with its robust
employee assistance program and
behavioral health offerings through
healthcare provider employee
plans, addressing chronic diseases,
engaging with agency wellness
leaders, recruiting new agencies,
and maintaining strong vendor
relationships.

Key achievements include: - 2
Mental Health First Aid at Work
Certification Trainings for
Management and Wellness Leaders
- 3 District-wide holistic well-being
challenges - 120+ onsite wellness
events spanning across over 30
agencies - Over 200 health and
wellness webinars

Wellness supports DCHR’s mission
of retaining employees as wellness
programs lead to higher
engagement and morale.

Having healthy employees helps
agencies fulfill their missions in
support of residents.
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3 2024 OBJECTIVES

Strategic Objective

DCHR strategically and expeditiously sources, selects and on-boards highly talented individuals with the
acumen, aptitude, and attitude to thrive in District Government.

DCHR engages District employees to ensure that each person is in the right job and has been provided with
the right resources to leverage their knowledge, skills, and behaviors to meet District goals and sustain
organizational success.

DCHR defines the pathways, programs and processes to create opportunities to continuously develop District
employees and residents through assignments and activities aimed at advancing their career trajectory.

Create and maintain a highly efficient, transparent, and responsive District government.
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4 2024 OPERATIONS

Operation Title

Operation Description

DCHR strategically and expeditiously sources, selects and on-boards highly talented individuals with the acu-
men, aptitude, and attitude to thrive in District Government.

Recruitment and Staffing
Services: Daily Service

HR Information Systems
Administration: Daily Service

Credentialing (issuing and
revoking badges): Daily Service

Background checks and drug
and alcohol screening: Daily
Service

Position classification and
management: Daily Service

Recruiting and hiring the District Government’s managerial and non-managerial
personnel according to the dictates of the DC Government’s hiring practices.
DCHR administers the Districts HR Information Systems which helps maintain
accurate records on personnel, and facilitates numerous HR functions such as
payroll, performance, compliance, training, recruiting, and benefits.

Issuing ID badges required in secure areas of the facilities; such as employee
work spaces.

Drug and Alcohol Enforcement Compliance.

Job classification is a system for objectively and accurately defining and
evaluating the duties, responsibilities, tasks, and authority level of a job. Position
management refers to the HRMS system relationships between organization
structure, jobs, positions and employees with all of their associated
characteristics. It also needs to incorporate the process of how positions are
created and maintained within the organization.

DCHR engages District employees to ensure that each person is in the right job and has been provided with the
right resources to leverage their knowledge, skills, and behaviors to meet District goals and sustain organizational

success.

Merit
Pay/Incentives/Rewards: Key
Project

Health, Pension, Retirement,
and Wellness Programs: Daily
Service

Employee Relations: Daily
Service

Auditing and Compliance
Enforcement: Daily Service

Family and Medical Leave
Act and Paid Family Leave Act
Administration: Daily Service

Measurement, Analysis, and
Planning: Daily Service

Policy development,
amendment, and
guidance/interpretation of D.C.
personnel regulations
contained in the DC Municipal
Regulations/District Personnel
Manual: Daily Service

Executing raises and dispensing bonuses for exceptional service.

Administering all aspects of the District Government workforce's Pension,
Retirement, and Wellness Programs.

Managing employee complaints and concerns, addressing grievances, and
advising on disciplinary actions.

Reviewing and examining agency compliance with District rules and regulations.
Providing recommendations for improvements as needed.

Managing all aspects of FMLA and PFL claims including answering employee
questions, verifying agency approved FMLA/PFL hours, and when applicable
working with the Office of Payroll and Retirement Services to ensure accurate
employee access and reporting of FMLA/PFL hours. Also includes data analysis
of FMLA/PFL trends.

Measuring and monitoring HR data including responding to data requests,
creating dashboards, providing biweekly reports to management; Managing all
aspects of the District Government’s Performance Management Platform.
Managing updates necessary to the District Personnel Manual (DPM) and
Comprehensive Merit Personnel Act (CMPA).

DCHR defines the pathways, programs and processes to create opportunities to continuously develop District
employees and residents through assignments and activities aimed at advancing their career trajectory.
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(continued)

Operation Title Operation Description
Employee Performance Running DCHR’s Performance Management system including customer care,
Management: Daily Service training, reporting, and managing all aspects of the DC Government's personnel
performance management platform.
Learning and Development Developing course work and instruction for all in-house training course;
Programs: Daily Service administering vendor-led courses; and designing and administering various

development programs such as the District Leadership Program and Capital
City Fellows program.

Create and maintain a highly efficient, transparent, and responsive District government.

Call and Walk-in Center: Interfacing with and providing customer care for the DCHR clientele to include
Daily Service calls, emails,walk-ins, and mail. Also includes analyzing visitor trends.
Shared Services: Key Project  The consolidation of administrative and support functions from several agencies
into a single, stand-alone organizational entity (DCHR).
FOIA and Litigation Support:  Responding to Freedom of Information Act requests from the public.
Daily Service
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5 2024 STRATEGIC INITIATIVES

In FY 2024, D.C. Department of Human Resources had 4 Strategic Initiatives and completed 50%.

Title Description Update
Employee In FY24, DCHR will launch Completed to date: 25-49%
Retention several initiatives focused on &#8203%;In FY24, DCHR led a working group to receive feedback
employee retention including: on and finalize an employee perspective survey similar to the
an emerging leaders program, Federal Viewpoint Survey. In addition a project plan and draft
feedback surveys, and a communication was developed. In FY25, DCHR will pilot test the
manager toolkit portal. survey within DCHR to receive feedback on the questions and
develop sample reports and actions items. DCHR also developed
a hiring manager and new employee survey that we hope to
launch in PeopleSoft in FY25.
DCHR has worked to receive feedback on the surveys in FY24
and aims to launch in FY25.
HR Training In FY24, DCHR will develop Completed to date: 50-74%

and launch comprehensive HR
training for managers and the
HR community. The training will
focus on topics to include the
recruitment process,
compensation, and employee
relations.

In FY24, DCHR met with agency partners to receive their
feedback on needed HR training for the HR community and
managers. DCHR also created an Internal Working Group
members to focus on key components of the program’s structure
and to further identify specific training needs. DCHR began to
provide HR training during an hour of the HR Advisors meetings.
These hour-long trainings provided opportunities for the HR
community to receive refresher training, learn best practices, and
participate in case studies. Training topics includes: hiring
packages, recruitment, leave management, performance
allowances, compensation, performance management, building
HR and General Counsel relationships, retirement readiness,
using dashboards, and coaching. In addition, DCHR hosted a
two-day long HR Summit entitled Finetuning our Skills. During the
summit, HR community members participated in various learning
opportunities including sessions on the Family Medica and Leave
Act, Leave without Pay, Service Computation Dates, Position
Management, Career Conversations, Building a Strong Workplace
Culture, Inclusive Hiring, and Managing Stress and Burnout. Over
200 HR community members participated in the sessions.

DCHR has made great progress on this initiative and aims to
officially launch the comprehensive training in FY25.
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Executive Service Legal Service MSS
Employees Hours Employees Hours Employees Hours
32 3,613 546 21,194 1,352 57,361
Less than 25 356 116 2,467 758 17,695
Less than 25 64 129 11,124 635 39,999
Lessthan25 | Lessthan25 86 1,322 283 6,165
Lessthan25 | Lessthan 25 46 4,023 310 45,718
Lessthan25 | Lessthan25 | Lessthan25 160 Less than 25 1,134
Less than 25 168 92 13,576 659 74,559
34 1,878 150 7,905 930 40,898
44 6,782 Lessthan 25 [Lessthan 25|Less than 25 159
Less than 25 175 Less than 25 76 43 3,392
Less than
Lessthan25 | Lessthan25 | Lessthan25 |Lessthan25|Lessthan25 25
110 13,036 1,165 61,846 4,970 287,078
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