
Employer of Choice



Topics



Michael Cockrill



Michael DeAngelo

Self-management



Why?

We totally own this one



Business Problem

A structure that makes sense

A space that inspires

Hiring process that gets the right talent

An empowering environment

A talent pipeline that creates supply

Professional development that grows people

How can WA be a relevant 
employer that attracts the next 
generation of top talent?

EOC Strategy for IT



Adaptable organizations that empower



$1 billion in 
revenue
19 Offices, 1200 
FTE

$2 billion in 
revenue, 1300 
FTE

$150 billion, 
75,000 FTE

More $$/FTE 
than any other 
gaming 
company 
500 FTE





On average, it takes 
2 minutes to raise,

discuss, and 
resolve

operational issues

93%

Decision 
making

Cycle Time



Empowerment

60%

90%

Employee's 
confidence in their 

own ability to 
resolve 

impediments



“If I need something done to make my job 
easier, I get advice and then I just do it.”

“I make decisions and take actions at work the 
same way I do at home. It’s natural.”

“After working this 
way, working in a 
hierarchy feels 
caveman-ish”



“Self-management has ruined me. I no longer want to work 
in an organization that practices hierarchy”



What is Holacracy?



The Experiment



The experiment



Data collection

Quantitative data collection
• Employee survey data of both the Treatment

and the Comparison group
• Demographic data
• Performance data

Qualitative data
• Employee interviews
• Team monitoring

Twelve month data collection period



Phase 2: Run and grow capacity

June July Aug Sept Oct Nov Dec Jan Feb Mar Apr May Feb Mar AprFeb - May

Epic 1: Identify 
Performance and 
Maturity Rubric

Epic 2: Create 
capacity to 
monitor and 
measure circles

Epic 3: Initial 
workshop on 
issues



The Why?



Jim Sampson

Creating a pipeline with an 
Internship Program

A structure that makes sense

A space that inspires

Hiring process that gets the right talent

An empowering environment

A talent pipeline that creates supply

Professional development that grows people

EOC Strategy for IT



Amy McMahon

Modern workplace

A structure that makes sense

A space that inspires

Hiring process that gets the right talent

An empowering environment

A talent pipeline that creates supply

Professional development that grows people

EOC Strategy for IT



ITBI All Staff
June 9, 2016

22



Opportunities for change

By building a modern work environment the state can: 
 Attract new talent to state government
 Retain talent
 Increase employee productivity and engagement
 Serve the customers of state government more effectively 
 Optimize the footprint of government
 Leverage technology solutions
 Strengthen adaptability for changing work
 Reduce our environmental impact
 Support health and wellness
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Work/life integration



Demographic Upheavals

Source: Kay Sargent
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One size misfits all
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Work is what you do, not where you do it



 WaTech

 HCA

 OFM 

 WSDOT 

Agencies leading by example

 Commission on Salaries 

 ESD

 DSHS

 DEL

 DOH

 WDFW

 DES 
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Mobility is a state of mind
OFM – Facilities Oversight & Capitol Campus Mobile Center

Results: 
 Empowered with choice - two to 

seven work zones 
 More mobility
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Supporting  work with a variety of spaces
Department of Health – Center of Public Affairs

Results: 
 39 cubes to 112 workspaces
 Increased mobility
 Empowered with choice -two to 

nine work zones
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Using space as a recruitment tool
Seattle Coworking Space Pilot
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QUESTIONS?

Brooke Hamilton
Statewide Workplace Strategist
Brooke.hamilton@ofm.wa.gov

or 
(360) 819-0540

Amy McMahan
Facilities Oversight Program Manager

amy.mcmahan@ofm.wa.gov
or 

(360) 902-9824

http://ofm.wa.gov/initiatives/workplacestrategies/default.asp

mailto:Brooke.hamilton@ofm.wa.gov
mailto:amy.mcmahan@ofm.wa.gov
http://ofm.wa.gov/initiatives/workplacestrategies/default.asp


Angie Hogensen

IT Class study

A structure that makes sense

A space that inspires

Hiring process that gets the right talent

An empowering environment

A talent pipeline that creates supply

Professional development that grows people

EOC Strategy for IT



OFM Initiates Study  
September 2013

September 2013 
Feasibility 

Study 

February 2014 
State HR 

approved to 
conduct study  

Stakeholder 
Communication     

Ongoing

Outreach to 
Higher 

Education HR & 
IT Management

Outreach to 
General 

Government HR 
& IT Management

Outreach to 
Labor Unions

Outreach to 
employees

Research & 
Analysis               

July 2015 - April 
2016

IT Evaluation 
Process & Tools 

Development

Agencies & 
Institutions  IT 

Position 
Description 

Updates 

Resources and 
Training 

Development

Statewide 
Evaluation Team 

Reviews             
May - June 2016

IT & HR SME's 
review IT 
Position 

Descriptions

New Tool & 
Criteria Tested

Feedback on 
process and/or 

tool gaps

Class Structure 
Development                               

July - December 
2016

Analysis of 
Evaluation 

Team Results
Structure 
Identified

Rules / Policy 
impacts

Development of 
multiple 
trainings

Compensation 
Structure 

Development          
September -

December 2016

Current State 
Analysis Market Study Identify Gaps & 

High Risk Areas

IT classification Study status



IT classification Study Next Steps
New IT Professional 
/Technical Structure 

Approval                           
January 2017

OFM/State HR Director 
approves IT classification and 

compensation structures

Negotiation        
TBD Demands to Bargain

Implementation                       
March 2017 - TBD

Training - multiple, 
multiday training for 

approx 1,400 staff 
requiring statewide 

resources

Updates to all IT 
Position 

Descriptions, approx. 
4,000

Centralized 
Allocations -

requiring statewide 
resources

Monitoring of IT 
Professional /Technical 

Structure        
TBD

Utilizations Reviews Compensation 
Reviews

Maintenance of 
Structure



Max Pham

Value Based Hiring

A structure that makes sense

A space that inspires

Hiring process that gets the right talent

An empowering environment

A talent pipeline that creates supply

Professional development that grows people

EOC Strategy for IT



Value-Based 
Hiring
Or Hiring for Culture



What does it really mean?
Value-based hiring - “the following process is a recommended framework for 
recruiting, interviewing and hiring candidates who are a good fit for your 
organization.”

“cultural fit means that employees' beliefs and behaviors are in alignment with 
their employer's core values and company culture. ... The first step in hiring for 
culture it is to be able to articulate what values, norms and practices define your 
business..” 



Why?
A staggering 87% 
of employees 
worldwide are not 
engaged. - gallop poll

COMPANIES WITH 
HIGHLY ENGAGED 
WORKFORCES 
OUTPERFORM THEIR 
PEERS BY
147%
IN EARNINGS PER 
SHARE



41% companies participating online 
poll noted that bad hires can cost 
companies from $25K to to $50K 
per year. - CareerBuilder.com

67% of employees were considered bad hires due to their ability to 
produce proper quality work (lack of competency and job fit), while 60% did 
not work well with other employees (lack cultural fit). 



What to do?



It leads to higher retention 
(43 % of our employees have 
been on board for five or 
more years), better employee 
engagement, and deeper 
connections with customers. -
Grand Circle Travel

Fast-growing Juniper Networks, 
which has boosted its headcount by 
more than 22 percent to 8,700 
people in the past year, is piloting 
values-based hiring processes in 
Bangalore, India. - Workforce.com

At Loma Linda University Medical Center, for 
example, after values-based hiring was put in 
place, turnover fell precipitously -- from 18 
percent per year to 1 percent in the ICU; the 
hospital’s “patient engagement score” (a 
measure of customer satisfaction) rose to 99 
percent





Why did we look at this?

Our backyard...

F5 
networks



Millennials will be 
roughly 75% of the 
workforce by 2025



How did we start?

● Interview Zappos

● Interview ourselves

● Discovery

● Experiment and iterate

Company culture is one of the 
top five most important factors 
job seekers consider before 
accepting a new job.

- Glassdoor, 2014













Values translates into 
behaviors 

“Tell me the last time…”









Max Pham 

Q&A



Topics
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