
Multnomah County 
Central Human Resources 



•Workforce data and trends 
•Strategic planning process 
•Goals, objectives & strategies 
•Questions 
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•810 full retirement eligible 
•597 early retirement eligible 
 

1407 employees can retire 
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Countywide Turnover
by Fiscal Year
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Countywide Terminations
by Fiscal Year
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Multnomah County average tenure 
10.85 years 

Statewide local government average tenure  
8.1 years 

Private sector average tenure 
4.6 years 
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Automate and Streamline: 
We will be more efficient and productive 
 

Equitable and Empowering Practices: 
We will remove barriers and ensure equitable HR practices 
 

Recruitment: 
We will attract and hire the best 
 

Workforce Development: 
Our workforce will meet the evolving needs of the organization 
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Department 
leadership 

teams Operations 
Council 

Unions 

Employee 
Resource 
Groups 

Line 
management 

Human 
Resources 
partners 

Office of 
Diversity & 

Equity 

9 



What are your 
strategic 

priorities/focus 
areas? 

Is there anything you 
would suggest Central 

HR stop doing? 

Is there anything 
Central HR should 

start doing? 

Is there anything 
Central HR should 

continue doing or do 
differently? 
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The work of 
Central Human 
Resources 
affects the 
entire 
workforce. 
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Multnomah County is a 
model government 
employer, inspiring pride 
in public service. 
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Helping Multnomah 
County Do Good Work 

 

“…we foster 
organizational 
excellence, ensure 
equity, and provide 
strategic human 
resources services…” 
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integrity 

customers 

stewardship 

creativity & 
innovation 

employee 
development 

diversity & 
social 
justice 

collaborative 
partnerships & 

teamwork 
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countywide 
and 

department 
e-policies  

online job 
application 

and 
tracking 
system 

update 
personal 

information 
in SAP 

online 
training 
calendar 

Multco 
Learns: 
online 

learning 
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electronic 
benefits 

enrollment 

annual 
performance 

and 
probationary 

reviews 

licensure 
and 

certification 
tracking 

partner with 
Finance for 

e-
timesheets 

Personnel 
Change 

Action Form 
(PCAF) 

electronic 
personnel 

record 
workflow 
webforms 
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INCORPORATING  
into Central Human 

Resources 

IMPLEMENTING 
support for Office of 

Diversity & Equity ADVOCATING 
countywide 
application 
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INCORPORATING 
•Apply Equity & Empowerment Lens to Central HR functions 
•Integrate Employee Resource Groups as HR stakeholders 

IMPLEMENTING 
•Collaborate with ODE (communication, training) 
•Bring Lens into all diversity trainings 

ADVOCATING 
•Support department application of Lens 
•Engage labor partners in scrutiny of equity impacts 
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Presenter
Presentation Notes
We’re taking the next steps in the great work DCHS began with their new tag line, This Work Matters.



Eliminate 
artificial barriers 

Emphasize 
equity 

Achieve better 
results 
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Examine minimum 
qualifications 

 
 

Emphasize 
outcomes over 

processes 
 

Train managers, 
recruiters 

 
 
 
 

Presenter
Presentation Notes
Call out feedback we received from our veterans’ group
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Startup 
                  Integration & 
                  Cross Promotion  
                                              Maintenance 
                                                                      Growth 

Year 1 Year 4 Year 3 Year 2 

Identify champions 
Establish processes 
Raise awareness 
Increase visibility 

Model good health 
Supportive policy 
Use metrics 
Shift in health indicators 

Part of cultural norms 
Use metrics to keep fresh 
Return on investment 

Part of cultural norms 
Widely seen as benefit 
Return on investment 
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Presenter
Presentation Notes
CONTENT: Why we exist
PURPOSE:
RESOURCES: 
FACILITATOR: Project Coordinator
TIME: 3 min
FACILITATION GUIDE:
In the first year of a wellness program, planting the seeds takes a certain amount of faith.  You will have to do a lot of work up front and will feel as though you have a lot of doubt about whether and what kinds of results it will produce.  That is just a normal part of the process but the truth is that you have to start somewhere.

By the second year, we’ve shown that we are getting better at getting people on board.  Our participation is improving and metrics show things are starting to change.  We have a lot more data and internal support to help us start getting more specific with the kinds of programs that result in the most change.

In the third year, we’re looking for a shift in the cultural norms at your company, continuing to use metrics, and starting to see a return on investment.  

Why do we even care about ROI?  No, this isn’t just about the money.  But money does matter.  Remember the more we are spending on health care, the less we have to spend on raises, training and other benefits.  

Money is also something that companies like health insurance carriers track very carefully.  So looking at the drift in dollars can be one way to track a bigger point.  And that point is that fewer people’s lives are being impacted by debilitating illness and your efforts have been a component of that change.

Going forward, year 4 and beyond, wellness becomes an institutionalized piece of the company’s culture and is perceived by most as a benefit.  

Bottom line: it doesn’t happen overnight. It won’t be perfect. There will be challenges and mistakes and our job as the wellness team is to  see those challenges and start to find ways to work with them.


Question to the group:  When you think about success four years from now what would it look like from where you sit?  Be specific – i.e. picture a coworker or team and not just a number on a sheet such as a teammate whose prediabetes diagnosis was reversed after he was able to get his situation under control and how happy and relieved he felt at this news. {Go around the table or allow people to call out what they envision}
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We will: 
 
• Be better positioned for the future 
• Have increased organizational capacity 
• Be more efficient 
• Ensure the heath & sustainability of our 

organization  
 

Original image URL: http://www.flickr.com/photos/kampere/7890216040/ 
Title: Atención tsunami 
 

…and in turn provide better services to the community we serve. 
 

http://www.flickr.com/photos/kampere/7890216040/
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