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Background &Issue

Shrinking Work Force Pool
Salary (State vs. Private)
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At a National
Level:

U.S. Chamber of Commerce

National job openings vs. IMPACTS FROM COVID
number of unemployed workers
vSeptember 2024 SHUTDOWN

=== Job openings Unemployed workers

Indicates recession

Worker Shortage Index
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The Worker Shortage Across
America
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The hiring rate has outpaced the
quitting rate since November
2020

Virginia ?

www.uschamber.com/workforce/understc;nding—americas—Iobor—shortoge— Published
10/2024




Virginia has been recognized as having a favorable landscape for
business and individuals.

By the numbers:
- Job openings: 243,000
- Unemployed workers: 113,102

Virginia’'s Top industries of employment are:
- Professional & Business Services-19.6%

- Government —-17.8%

 Trade, Transportation and utilities —16.1%

« Leisure & hospitality — 9.8%

 Education and health services -13.9%

- Virginia has 47 available workers for every 100 open
jobs
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Figure 8 Over the past year, what positions, if any, has the organization had a hard time filling? v
(Select all that apply) (n = 228) \’

Health care: Nursing 83%

Engineering 78% ®
Hard To Fill
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Health care: Mental health professionals _ 69%

o o I

Driving/equipment operation (with commercial licenses)

o
b |
pr

Automotive maintenance

A
#

65% or more of state agencies
o identified a list of 10 positions as
. “hard-to-fill”

Transportation (Induding transit)
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Health care: Physicians

Human and soclal senvices
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Bullding and grounds cleaning and maintenance

Utilities: Other

Maintenance work/labor

3

@

Specialized agencies have it harder

Frefightnglemergency medic —
Accourting e Common “hard-to-fill” positions

Business and financlal operations
Management (executive level)
Management [midievel)
Recreation programs

Animal control

Legal services

Office and administrative support
Utilitles: Meter-reading
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include health, skilled trades, and
engineering




Y4 Compensationis A Frequent Barrier To Retention

Figure 24 In exit interviews with departing

ot it o sl G sl o b s Lo Figure 21 Do you feel the wage compensation you
cited as among the top three reasons for

leaving? (n = 199) offer your employees is competitive with the labor
market? (n = 252)

Compensation not competitive 51%

Retirement 36%

Lack of internal advancement opportunities
Other

Advancement with another public employer
Dissatisfaction with supervisors
Advancement with a private employer

Personal/ family priorities
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33%

31%

B 44% Yes
B 54% No
B 2% Don't know

Change of career . 14%
Workload/ burnout . 11%
— B 54% of agencies believe their pay is not

Dissatisfaction with the organization
Physical / mental health
COVID-related health/safety concerns
Pursuing further education

Dissatisfaction with co-workers
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competitive with the labor market

Lack of “competitive compensation”
is the #1reason cited in exit interviews for
leaving state employment
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Existing Policy

- DHRM's Policy 5.10 for Educational Assistance

- Via this policy, there is an existing mechanism and guidance regarding the specifics of educational assistance

« For employee-initiated courses, 'the agency may cover all or a portion of the tuition costs at their discretion®

- For employee-requested courses, ‘agencies may require the employee to work for the agency up to one year
following course completion®
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Solutions

-Extend the State Tuition Reimbursement to College Juniors participating in an

iInternship with a state agency

-Each agency can participate in the program as needed and as funding allows

‘Require a commitment to remain at the agency for at least 1 year after

completion of the intern's last course
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AGENCY BENEFITS ‘.y

O

-Allows for attracting talent early in their education/career
Provides hands-on training via the internship for hard to fill and critical roles

-Alloc;/vs the agency to guide the intern in selecting courses that align with agency
needs

**Note this would require amendment to DHRM's Policy 5.10 for Educational
Assistance



https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.dhrm.virginia.gov%2Fdocs%2Fdefault-source%2Fhrpolicy%2Fpol5-10-educational-assistance.pdf%3Fsfvrsn%3Dcd42c5c3_2&data=05%7C02%7CMaria.Pruner%40virginiahousing.com%7Cf1b0d113883c49ee01b508dce2fd188a%7Cc824fb1d5bc8468ca468dd387c8302b1%7C0%7C0%7C638634823901871148%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=roOTKlE%2F%2Br3M%2BT%2FN3FXg8z%2BObiygSxnT8gtRjFO8b8U%3D&reserved=0

Further refine the specific program details
Amend the DHRM Policy

Develop supporting resources for agencies to implement

Communicate and roll out the new initiative to the agencies and college communities

Monitor and track program success

K



Thank You
FOr Your
Attention




Appendi

Average cost of Virginia tuition per credit hour = $450

Agencies will have the flexibility to determine the level of reimbursement



