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4. Act
Determine what you need to do 
moving forward – make 
modifications to activities as 
needed.

3. Check
Evaluate how work is going. 
Compare actual results 
against what was expected.  

1. Plan
Collect information about what is 
happening. Define and prioritize 
what you want to achieve. 

2. Do
Use resources to implement 
initiatives, tasks, etc. that are part 
of your plan.

04

03 02

01

PLAN-DO-CHECK-ACT CYCLE



DEPARTMENTAL 

BUSINESS PLAN 

▪ Goal-centric

▪ Supports collaboration

▪ Annual adjustments through Right-Sizing 

 

▪ Rolling three-year outlook



INTENDED OUTCOMES

Employee Leadership & Development 

Enterprise Resiliency 

Infrastructure Strategy & Performance 

Product Quality 

Stakeholder Understanding & Support 



7.8%
7.1%

10.1%

18.5%

Ju
l-

1
9

A
u

g-
1

9

Se
p

-1
9

O
ct

-1
9

N
o

v-
1

9

D
ec

-1
9

Ja
n

-2
0

Fe
b

-2
0

M
ar

-2
0

A
p

r-
2

0

M
ay

-2
0

Ju
n

-2
0

Ju
l-

2
0

A
u

g-
2

0

Se
p

-2
0

O
ct

-2
0

N
o

v-
2

0

D
ec

-2
0

Ja
n

-2
1

Fe
b

-2
1

M
ar

-2
1

A
p

r-
2

1

M
ay

-2
1

Ju
n

-2
1

Ju
l-

2
1

A
u

g-
2

1

Se
p

-2
1

O
ct

-2
1

N
o

v-
2

1

D
ec

-2
1

Ja
n

-2
2

Fe
b

-2
2

M
ar

-2
2

A
p

r-
2

2

M
ay

-2
2

Ju
n

-2
2

Raleigh Water Historical Vacancy Rate, 

FY20-22



Employee Leadership & 

Development 

Initiative 1.1 - Collaborate with the Human Resources 

department to create a formalized recruitment plan 

for hard-to-fill and retain positions



JOB FAIR PREPARATION

BASIC INFORMATION 

• Team of five and met monthly including an HR business partner

• Gathered retention data to determine which positions had highest turn-

over rate

• Worked with HR on updating generic job advertisements to be more 

attractive including adding in transferrable skills

• Worked with UNC interns that did study on employment post Covid-19 and 

learned that a speedy process is key to hiring

• Met with all division managers to get buy-in
• VACANCYS 2/28



JOB FAIR PREPARATION

MASTER SPREADSHEET 



JOB FAIR PREPARATION

BASIC INFORMATION 

• How many vacancies do you currently have or typically have?

 

• What positions are your high turning positions? 

• Will you have managers available to have onsite discussions if there is an 

interest in your positions on a Friday and Saturday? 

• What items would you have to display to raise interest and attract 

potential candidates at the job fair? 

• Vacancies 2/7 and 2/28
• VACANCYS 2/28 



JOB FAIR PREPARATION

BASIC INFORMATION 



JOB FAIR 

PREPARATION

CHECKLIST 



JOB FAIR PREPARATION

FLOW MAP 



JOB FAIR PREPARATION

PARKING MAP 



JOB FAIR 

PREPARATION

SIGNAGE NEEDS 



JOB FAIR 

PREPARATION

VOLUNTEER 

LIST



JOB FAIR PREPARATION

STATION DUTIES 



JOB FAIR PREPARATION

VOLUNTEER TRAINING EVENT



Entry and 
Registration 



Table Displays and 
Application 
Assistance



RW Equipment 
Display 



ADVERTISING MEDIA
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ATTENDEE AREAS OF INTEREST 
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DETERMINING FACTORS FOR 

SEEKING EMPLOYMENT



Female, 6, 19%

Male, 26, 81%

JOB FAIR APPLICANTS 
BY GENDER

APPLICANT DEMOGRAPHICS

Black/African-
American, 22, 

69%

Hispanic/Latino, 
2, 6%

White/Non-
Hispanic, 7, 22%

White/Non-
Hispanic,America
n Indian/Alaskan 

Native, 1, 3%

JOB FAIR APPLICANTS 
BY RACE/ETHNICITY



APPLICATION BREAKDOWN
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APPLICATION BREAKDOWN

Category Count

Total Attendees 83

Total Applicants 32

Applications Submitted 173

Applications Referred 56

Applications Rejected 26

Applications Failed 74

Applicants Hired 6

Positions Filled

Maintenance Technician 3

Utilities Technician 2

Plant Operations Specialist 1



42.4%

1.6%

44.5%

7.9% 3.7%

Percent of Internal Promotion Rate FY23

Promotion Voluntary Demotion New Hire Rehire Transfer

DEPARTMENTAL PROMOTIONS 

Recruitment Type 
FY22 Count %

Recruitment 
Type FY23 Count %

Promotion 67 42.4% Promotion 81 42.4%
Voluntary 
Demotion 12 7.6%

Voluntary 
Demotion 3 1.6%

New Hire 57 36.1% New Hire 85 44.5%

Rehire 10 6.3% Rehire 15 7.9%

Transfer 12 7.6% Transfer 7 3.7%

Total 158 100.0% Total 191 100.0%



DEPARTMENTAL VACANCIES 
FY22 FY23

Position Vacancies Position Vacancies

Utilities Technician 30 Utilities Technician 8

Maintenance Technician, Senior 15 Maintenance Technician, Senior 13

Plant Operations Specialist 11 Plant Operations Specialist 12

Maintenance Technician 9 Maintenance Technician 7

Engineer, Senior 7 Engineer, Senior 3

Utilities Specialist 5 Utilities Specialist 4

Maintenance Specialist 5 Maintenance Specialist 6

Utilities Specialist, Senior 4 Utilities Specialist, Senior 5

Plant Operations Specialist, Senior 4 Plant Operations Specialist, Senior 1

Customer Service Technician 3 Customer Service Technician 4

Utilities Coordinator 3 Utilities Coordinator 2

Utility Crew Supervisor 2 Utility Crew Supervisor 0

Assistant Department Director I 2 Assistant Department Director I 2

Health and Safety Specialist 2 Health and Safety Specialist 0

Customer Service Supervisor 2 Customer Service Supervisor 1

Technology Analyst 2 Technology Analyst 0

Maintenance Worker 2 Maintenance Worker 1

Multiple 1 Multiple 17

Total 124 Total 86



DEPARTMENTAL VACANCIES 
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5280
(Total FTEs = 72)

5250
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(Total FTEs = 48)

5270
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5210
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Staffing Strength, by Division

S N A P S H O T  O F  C U R R E N T  V A C A N C I E S  



DEPARTMENTAL VACANCIES 
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DEPARTMENTAL VACANCIES 



1 TEAM BUILDING 

Great team building event for Raleigh Water 

2 EXPAND TABLE OFFERINGS AND HR COLLAB
Expand offerings to include a benefits table 

and a greeter/concierge and collaborate with 

HR to include on site interviews, more 

effective screening, etc. 

3 EXPAND TO COMMUNITY FOR EDUCATION

Plan to have one event a year and consider 

expanding event to include our community for 

service education 

LESSONS LEARNED



Employee Leadership & 

Development 

Initiative 1.2 - Standardize employee onboarding and 

offboarding processes and procedures across the Utility



HIRING 

• Worked with Human Resources to gather Hiring Data

• Hiring process from application receipt to offer was 

taking up to 97 days 



KAIZEN HIRING EVENT 



HIRING PROCESS PILOT 

• Utilities Specialist (POS#3883) - Process was completed within 8 business days from job posting 
closure to the conditional offer being sent. 

• Utilities Crew Supervisor (POS#3511) - Process was completed within 11 business days from job 
posting closure to the conditional offer being sent. 

• Utilities Specialist, Senior (POS#4036) - Salary request submitted 06/26/2023, still in 
process. 

• Utilities Coordinator (POS#5250) - Process was completed within 21 business days from the job 
posting closure to the conditional offer being sent. 

Goal: 28 days 



1 LEAN WORKS!

Using a cross-collaborative approach and applying 

LEAN principles works! 

2 BUY-IN 
Success requires buy-in at ALL levels of the 

organization

3 IMMEDIATE IMPLEMENTATION

Immediate implementation and process 

accountability are key 

LESSONS LEARNED



CONTACT US

Haley.Page@raleighnc.gov

Charley.Lovelace@raleighnc.gov 

Jack.Johnson@raleighnc.gov

mailto:Haley.Page@raleighnc.gov
mailto:Charley.Lovelace@raleighnc.gov
mailto:Jack.Johnson@raleighnc.gov

	Haley
	Slide 1
	Slide 2
	Slide 3
	Slide 4: DEPARTMENTAL BUSINESS PLAN 
	Slide 5
	Slide 6

	Charley
	Slide 7
	Slide 8: JOB FAIR PREPARATION BASIC INFORMATION 
	Slide 9: JOB FAIR PREPARATION MASTER SPREADSHEET 
	Slide 10: JOB FAIR PREPARATION BASIC INFORMATION 
	Slide 11: JOB FAIR PREPARATION BASIC INFORMATION 
	Slide 12: JOB FAIR PREPARATION CHECKLIST 
	Slide 13: JOB FAIR PREPARATION FLOW MAP 
	Slide 14: JOB FAIR PREPARATION PARKING MAP 
	Slide 15: JOB FAIR PREPARATION SIGNAGE NEEDS 
	Slide 16: JOB FAIR PREPARATION VOLUNTEER  LIST
	Slide 17: JOB FAIR PREPARATION STATION DUTIES 
	Slide 18: JOB FAIR PREPARATION VOLUNTEER TRAINING EVENT
	Slide 19
	Slide 20
	Slide 21

	Jack
	Slide 22: ADVERTISING MEDIA
	Slide 23: ATTENDEE AREAS OF INTEREST 
	Slide 24: DETERMINING FACTORS FOR SEEKING EMPLOYMENT
	Slide 25: APPLICANT DEMOGRAPHICS
	Slide 26: APPLICATION BREAKDOWN
	Slide 27: APPLICATION BREAKDOWN
	Slide 28: DEPARTMENTAL PROMOTIONS 
	Slide 29: DEPARTMENTAL VACANCIES 
	Slide 30: DEPARTMENTAL VACANCIES 
	Slide 31: DEPARTMENTAL VACANCIES 
	Slide 32: DEPARTMENTAL VACANCIES 

	Haley
	Slide 33: LESSONS LEARNED
	Slide 34
	Slide 35
	Slide 36: KAIZEN HIRING EVENT 
	Slide 37: HIRING PROCESS PILOT 
	Slide 38: LESSONS LEARNED
	Slide 39: CONTACT US


