




Agenda 

• Who are we as an employee group 
and how are we changing? 
 

• What are we doing to address 
workforce issues? 
 

Presenter
Presentation Notes
Council employee demographics compared to: MN census/Council MN forecast 2007 Council employee statistics Past and current efforts to improve Council employee diversityProjected retirementsEmployee engagementTell about 2007 workforce planning effort



• Right people, Right skills, Right place, Right time 
• Strategic alignment of human capital with business 

direction 
• Analyze:  

– the current workforce 
– planned work changes or emerging trends/developments 
– future workforce needs  

• Create plans to build on strengths of the current 
workforce and address potential gaps for future work 
 

Workforce Planning Objectives 



2010 2020 

Asian and All Others 9% 14% 

Hispanic 6% 9% 

Black 8% 10% 

White 77% 68% 

Source: Metropolitan Council regional forecasts, April 2012 release 

MN Workforce 



2010 2020 Council 

Asian and All Others 9% 14% 6% 

Hispanic 6% 9% 2% 

Black 8% 10% 20% 

White 77% 68% 72% 

Source: Metropolitan Council regional forecasts, April 2012 release 

MN Workforce 

Presenter
Presentation Notes
We’re more diverse than the MN population  - (know that all areas/job classifications within the Council are not the same)
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Presenter
Presentation Notes
Making progress, more work to come
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Presenter
Presentation Notes
ES/MT: not traditionally female work in MN – plant operators, interceptor workers, rail workers, maintenance, etc.



2010 2020 

Baby Boomers (1946-1964) 41% 21% 

Generation X   (1965-1978) 31% 30% 

Millennials      (1979- 2000)       28% 49% 

Source – Metropolitan Council Forecasts, April 2012 release 

Generations in MN Workforce 

Presenter
Presentation Notes
Council projections prorated to account for general agreement on generational year boundaries



2010 2020 Council 

Baby Boomers (1946-1964) 41% 21% 58% 

Generation X   (1965-1978) 31% 30% 26% 

Millennials      (1979-2000)     28% 49% 14% 

Source – Metropolitan Council Forecasts, April 2012 release 

Generations in MN Workforce 

Presenter
Presentation Notes
Our workforce is older than the MN workforce:  pensions incent long tenure meaningful work, change in perception of careers in gov’t
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Presenter
Presentation Notes
ES has the highest % of baby boomers at 66%CD has the highest % of both Gen X (35%) and Millennials (26%
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Retirements 
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Employee Engagement Survey 



• Work quality 
• Productivity 
• Recruitment 
• Retention 
• Overall work environment 
• Council outcomes 

 

Employee engagement impacts: 



2007 2013 
Environmental Services (2009 survey) 66.7% 45.4% 
RA/CD/MTS 70.0% 61.7% 
Metro Transit Overall 17.7% 20.3% 

Total Response Rate 21.1% 29.0% 

Survey Response Rates   

Presenter
Presentation Notes
Transit bus/rail operators:  was 8.6% - now 12.0% - still too low



Survey Questions on Engagement Factors 

• Respect and courtesy 
• Cooperation 
• Job/skill match 
• Goal connectedness 
• Clear expectations 
• Growth opportunities 
• Recognition 
• Manager feedback 
• Decision input 
• Recommend Council 
• Council value and pride 



Survey Questions on Engagement Factors 

Rank Importance/% 
• Respect and courtesy 
• Cooperation 2 (47.7%) 
• Job/skill match 3 (46.4%) 
• Goal connectedness 
• Clear expectations 
• Growth opportunities 
• Recognition 
• Manager feedback 
• Decision input 
• Recommend Council 
• Council value and pride 1 (48.4%) 



Survey Questions on Engagement Factors 

Rank Importance/% Rank Satisfaction/% 
• Respect and courtesy 3 (92.0%) 
• Cooperation 2 (47.7%) 4 (91.0%) 
• Job/skill match 3 (46.4%) 
• Goal connectedness 
• Clear expectations 2 (92.5%) 
• Growth opportunities 
• Recognition 
• Manager feedback 
• Decision input 
• Recommend Council 
• Council value and pride 1 (48.4%) 1 (93.2%) 

Presenter
Presentation Notes
What’s most important lines up with what people are most satisfied with



Survey Questions on Engagement Factors 

Rank Importance/% Rank Satisfaction/% 
• Respect and courtesy 3 (92.0%) 
• Cooperation 2 (47.7%) 4 (91.0%) 
• Job/skill match 3 (46.4%) 
• Goal connectedness 
• Clear expectations 2 (92.5%) 
• Growth opportunities  (17.5%)  (71.8%) 
• Recognition  (21.1%)  (71.1%) 
• Manager feedback  (22.2%) 
• Decision input (71.2%) 
• Recommend Council 
• Council value and pride 1 (48.4%) 1 (93.2%) 

Presenter
Presentation Notes
What’s least important lines up with the lowest satisfactionLowest satisfaction still higher than 71% satisfactionLowest satisfaction areas are within a managers’ control



Division Score 

Metro Transit 4.56 
Environmental Services 4.56 
RA/CD/MTS 4.85 

Overall Job Satisfaction 
by Division  (6 point scale) 
 



Workforce Retention by 
Generations 
Answers to questions related to people’s 
interest in staying with the organization 
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Includes: Retirements, Disability, Voluntary, and Involuntary Terminations 



Generation Score % Agree 
Generation X 4.5 80.3% 
Baby Boomers 4.5 79.4% 
Millennials 4.3 72.2% 

 
“It would take a lot for me to leave 
the organization” 

Presenter
Presentation Notes
For the retention slides, the generations are ranked in order of agreement with the statementsNote the organizational commitment among generation X employees; this was interesting and even surprising.



Interest in and Opportunities for 
Advancement 

Interest more 
responsibility 

Opportunity for 
advancement 

Millennials 91.7% 61.8% 

Gen X 89.7% 60.3% 

Baby Boomers 78.9% 51.6% 



Opportunities for Skill Building 

Current job Different job For more 
responsibility 

Millennials 81.2% 72.2% 81.2% 

Gen X 79.3% 64.0% 72.8% 

Baby 
Boomers 76.0% 63.2% 67.5% 



Stakeholders in the effort – HR, Business Units, OEO, Council  
managers and supervisors 
 

• Selection process: skill-based, identified need and OEO 
concur to hire  

• Training:  leadership, interview panel, TTMS 
• Transit maintenance skill certification 
• Knowledge retention strategies:  SOPs, documentation 
• Internship program 
• Metro Transit Leadership Academy 
• Environmental Services Plant Operator Trainee selection 

 

 
 

What have we done to address issues? 

Presenter
Presentation Notes
Need:  women, minority, disabled
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Metro Transit Management -  
minority and female (OEO utilization report) 
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and female (OEO utilization report) 



• Develop new candidate networks for outreach 
– Social media 
– Student and professional organizations 
– Access employee networks 

 

• New development for internships, scholars, fellows 
 

• Targeted effort to increase diversity in candidate pools 
for professional technical positions Council-wide 
 

HR 2013 efforts to increase candidate diversity 



• Analyze details of workforce demographics and 
employee survey results by division 
 

• Identify areas of concern to employees 
 

• Hold workforce strategic planning sessions by division 
 

• Identify priority strengths and opportunities 
 

• Identify workforce plan:  goals, actions and measures   

Workforce Planning Next Steps 



Questions? 
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