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Spacifically, Human Resources delivers on its mission by advancing 10 overall poals, each of which align to one or more of Milwaukea
County's owarzll strategic goals. The table balow shows the align betwean the d 's goals and Milwzukee County's goals.
1t als0 axplains how we will know whan we 2 succassful at achiaving our goals.

DHR Strategic

Dapartmant of Milwaukes

M I LWAU KEE We Will Know We're Successiul

Human Resources County 2027 Goals
Focus Areas Goal Alignment

When We Have:

Plan
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DEPARTMENT OF HUMAN RESOURCES
2023-2027 STRATEGIC PLAN

The Deparimant of Hurran Rasourcas’ mission is to “maka Milwaukae County 3 leading employer with a high-performing, engaged
workforce that maets and exceads business objactives within 3 suppartiva, diversa and inclusive workplaca.” The daparimant
endeavors to build managament and leadershi pcompetaney across Miblwaukae County to ensure peaple managers and |eaders hava

bath the skills and the tools nacessary to effactivaly lead amployeas to success. Human Resources maintaing Milwaukaa County's “total

rewards” stratagy, which includes pay, carear progression, benefits, retiremant programs and employee well-baing.

The departmant’s values align to thasa of Milwaukas County as wall as ona additional value:

= Inclusion: Wa activaly saak diverse parspectives whan making decisions.
+ Inflwence: Wa callactivaly usa aur power to positively impact our community.
= Integrity:We do tha right thing avan when no one is loaking.

+ In-gagement: We fostar an inclusiva wark arvironmant, craating a space of balanging whera all employaes foal valuad and

ampowared ta fully contribute as thair authantic salvas.

‘Whila Human Resources plays a rola in advancing Milwaukse County's strategic plan ovarall, we most directly advance the sirategic

goals highlighted in teal below:

MILWAUKEE COUNTY GOALS

Create Intentional Bridge
Inclusion The Gap

Determine what, whare
and how we deliver services
based on the resaolution

Reflect the full diversity
of Milwankes County
at every leval of county

government. of health disparities.

Create and nurtare
an inclusive culture across
Milwankee County.

Broak dowm silos across
Milwankee County government
to maximize access and
quality of services offered.
Increase the number of
Milwaukea Coanty coatracts
awardad to minority and
‘women-owned businesses.

Apply a racial equity lens
1o all decisions.

Invest
in Equity

Invest “upsiream™
to address rool causes
of health disparities.

Enhance Milwankee
Coamty’s fiscal health
and sastainability.

Dismantle barriers to diverse

Employee
Experience:
Candidate attraction,
racruitment, selection
ard hiring

Leader
devalopment
and support
Imprave the
management and

of peapla managers
across Mitwaukee
County

Attract the right candidates and set
tham up for success o halp advance
Mibwaukes County's strategic priorities.
Systematically ensure Milwaukee
Counity's workiorce rapresants the
diversity of ideas, culture, and thinking
regrasented in Milwaukea County
Ensure all new emplayecs receive
proger ariantation to Mibwaukee County.
Improva tha job avaluation
questionnaire (JEQ) procass.

Fully update Milwaukes County's
compansation structura and implemant
pay for performanca framework.
Implement career lattice and laddar
structure to esasily demonstrate
employee growth and movement within
Milwaukes County.

Implement succession planning process
with an annual reviaw of key positions
and competencies.

Improve and update policies/proceduras
10 drive consistent leadarship practices
and build a culture of employes high
parfarmance,

Improve employes retention.
Implement professional and career
davelopment programs in alignment
with Milwaukea County's neads.

To leam more sbout Mikwaukes County's journey toward racial equity,
phaase visit county. milwaukee.gov/Vision.

To laam mara about tha Dapartment of Human Resourcas,
plaase visit county.milwaukes. gov/EN/Human-Resources.

Candidata pools that reflect the full
diversity of Mitwaukea County.

[Fully implemented an inclusive
recruitmant pipaling, with imtemal and
axtarnal partners, for all Milwaukae
County positions.

Shifted our hiring appraach to “screen
in” warsus “screan out”

Py alignment for all pasitions within
tha County.
Fully implementad a performance

management process that allows pay
f:rpufumauarl:l high potential
amployee identification and review.
An immwplmmswm
model incorporating recog
mentorship mduﬂnmnss—fmmud
parinerships for professional

mant.

develop
Increasad intemal mability, especially
for management pasitions.

Implemented “management entry™
requiramants for all peopla managars
within Mibwaukea County.

(Crecated poople manages and leadar
competencies to ba used during
interview and evaluations.
Implemented ragular 360-degree peaple
manager and leader performance
avaluations/assassmeants.

[Reducad vacancy and tumover and
increased ratantion for emplayees in
thiair first year of amployment.
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Goal 1

Milwaukee County’s workforce
reflects the diversity of Milwaukee
County residents. We aim to have a
workforce that reflects the diverse
ideas, culture and thinking of
Milwaukee County.

We track two (2) areas:

* Racial/Ethnic Diversity

Milwaukee County’s workforce reflects the diversity of
Milwaukee County residents (as of january 2026)

1. How similar are Milwaukee County employees to Milwaukee
County residents?

Percent of Milwaukee County employees and residents by race and ethnicity

White, not Hispanic _ 49.6% All employees
(County residents: 48.6%)

Black, not Hispanic 31.7%
£ (County residents: 25.6%E) 3' 867
Hispanic or Latino {of any race) . 9-_3%
(County residents: 16.6%)
Mot Reported I 4-2_%
(County residents: 0%)
Asian, not Hispanic l 2 597 [ ] Higher than county residents
' (County residents: 4.79)
. B similar to county residents
Two or more races, not Hispanic l 1-?*'5 )
(County residents: 3.8%) [} Lower than county residents
; - 0.7% -
AIAN, not Hispanic s B Mot applicable
NHPI, not Hispanic* 0% TIP: Hover over data Compare employees to
' (County residents: 0.02%) bars for more details Milwaukee County residents:
AIAN = American Indian/Alaska Native "
NHPI = Native Hawaiian or Other Pacific Islander MILWAUKEE

COUNTY



Goal 1 (continued)

Milwaukee County’s workforce reflects the
diversity of Milwaukee County residents. We
aim to have a workforce that reflects the
diverse ideas, culture and thinking of
Milwaukee County.

We track two (2) areas:

* Gender Diversity

Milwaukee County’s workforce reflects the diversity of
Milwaukee County residents (as of January 2026)

Gender Diversity of Milwaukee County Workforce

Mot Collected 0.1%

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0% 80.0%

52.7%

"
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Elevating Talent: 2025 Year-End Dashboard

Job Fairs, Community & Hiring Events Statistics
s 38,681 2112
HINITGEEEERE e Applicants that Applied Positions Posted
2024 applicants who applied: 40,118 2024 positions posted: 1,081
1,944 1,227
Candidates Hired Requisitions Filled
2024 candidates hired: 1,220 2024 requisitions filled: 1,194
- 270 67
Days to Contact Days to Fill a Position
2024 Average: 179 2024 Average: GB
G I 1 Talent Acquisition 2025 Impact Snhapshot
OPERATIONAL OUTPUT EFFICIENCY GAINS (vs. 2024)
) _ ) +3% Applicants Hired
2,546 Certification Lists Processed +3% Requisitions Filled
1,774 Offers sent by ERA’'s 2% Faster Time to Fill
38,681 Applicants Served +74% Increase in Offers Sent

- AN /

2025 Diversity Growth

Diverse Applicants: A 55% | Diverse Hires: A 36%




* Diverse Candidate Applicant Flow 2024 v 2025

Goal 1 (continued) » New Hires 2024 v 2025

Increase in Diverse Candidates Applicant Flow
DIVERSITY RECRUITING IMPACT ON APPLICATION FLOW

2024 m 2025

DIVERSITY RECRUITING
IMPACT FOR NEW HIRES 2024 VS 2025

9698
= 202+ 2025 YTD

7%  [9012] 41%
Increase Increase

| 1011 1042
i

2%
Increase

(s1a] 32

1026
18% Increase

5%
43% Increase 29 15%.

— [ 2%
Increase
; Increase Increase | 153 | | s Increase
Increase 1005 | |2187 % p— .
24% 1589 1995| = —J
|
Increase

1022 Increase 598| [968
-

American Indian or  Asian (not Hispanic Black or African Hispanic or Latino Native Hawalian or  Two or More Races  VWhite (not Hispanic
Alaska Mative (not or Lating) American (not Other Pacific (mot Hispanic or or Laino)
Hispanic or Latino) Hispanic or Latina) Islander (not Latino)

Hizpanic or Lating)

8% Increase

#changemakersworkhere

CHANGEMAKERS WORK HERE

H TALENT ACQUISITION



Goal 2

A current state assessment survey was Achieve 100% of departments with a documented

conducted in 2025. This survey determined onboarding process by December 31, 2027 _

that 60% of Milwaukee County Departments : - Current metric
] ach bar shows the total count from the very beginning through that quarter. Mumbers keep

and Offices had a documented new employee building up across all years. status:

Onboarding process. In 2026, the Department Metric status @ Hictorical dats @0n track On traCk

of Human Resources will distribute an 60%

onboarding framework to ensure that all

Milwaukee County Departments and Offices 40%

use a documented new employee onboarding

process. 20%

An onboarding process sets the tone for .

workplace culture, reinforces county’s mission o aes e

and vision and ensure new employees have
the tools the need to succeed.

"
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Goal 3

Milwaukee County achieved a 6% internal Increase internal promotion rate to 10% by December 31,

promotion rate in 2025. While this rate is 2027 Current metric
below the 10% goal |t represents a favorab|e Each bar shows only what happened during that specific quarter or year. tat

. - : status:
increase over 2024's internal promption rate Metric status @ Historical data @ On track

of 5.9%. % On track
Tracking internal promotion rates helps us 6%

understand how employees are advancing
. . . 4%
from within Milwaukee County.

. 2%
Career progression and advancement

opportunities were identified as a priority in -
the 2024 Employee Engagement Survey.

Monitoring and reporting on promotions

allows us to check progress on meaningful

growth opportunities and highlights are
commitment to developing internal talent.

Q4 2023 04 2024 04 2025

"
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Goal 4

Milwaukee County achieved a full-time employee . .
retention rate of 8yS% in 2025. This represeﬁtsyl.Z% Increase full-time employee retention rate to 90% by

percentage point increase over 2024's retention December 31, 2027 :

rate of 86.8%. . . . Current metric
ach bar shows only what happened during that specific quarter or year. tatus:

Employee retention helps us understand how well Meelric status @ Historical data @ On frack status.

we are supporting and engaging our workforce. By — On track

monitoring employee retention, we can identify
trends and implement strategies that foster a
positive work environment.

High retention rates are often indicators of high 50%
employee satisfaction and engagement, effective
leadership and a healthy workplace culture.

Q4 2023 Q4 2024 Q4 2025

Retention Calculation Formula = (Number of original
employees remaining) + (total number of
employees) = (percentage of retention)

"
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Goal 5

The Compensation Transformation Project is
complete. In 2025, the Department of Human
Resources completed the alignment of all
eligible Milwaukee County job families to the
new compensation structure.

Align 100% of job families to the new compensation

structure by December 31, 2027

Each bar shows the total count from the very beginning through that quarter. Numbers keep
building up across all years.

Metric status @ Completed @ Historical data

100%

0%

59.0%
40.0%
I

04 2023

04 2024

Q2 2025

Q4 2025

Current metric
status:

Completed

"
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L
Other highlights from 2025

* Achieved record attendance for a hiring event—over 300 candidates
* Increases in applicants hired, requisitions filled, job offers sent and diverse hires from 2024
* Continued operationalizing of Diversity, Equity, and Inclusion Roadmap
* Held Into the Streets Volunteer Initiative, 200+ employee participated
* More than 15,000 hygiene items donated to Sojourner
* 10% increase in NRG enrollment since initial launch
* Introduced Milwaukee County Culture Statement
* Successfully launched the People Manager Transition Training program
* Total Training Hours: 112 Total Participants: 844
* Overall Evaluation score: 8.49/10
* Successfully Hosted the Leadership Excellence and the Management Development Program

* Improved Internal Controls for Pension Operations

* Increased Accessibility of Pension Information

MILWAUKEE
COUNTY



L
Looking forward to 2026

* Expand and Strengthen the Talent Pipeline

* Increase overall applicant pool by 10%

* Strengthen our employee brand through social media and digital marketing
* Merge L&D and DEIl into one division

 Revamp the County career page forimproved engagement

* Create standardized template responses for the career inbox

* Implement a 60-day new hire survey to gather feedback

* Provide additional self-service resources to ERS members to reduce call volumes: micro-learning
video clips, add pension contribution balance information to DSS, add basic estimates to annual
pension statements

« Complete functional upgrade of V3locity Pension Administration System

* Expand updating videos on how to use Dayforce ATS to enhance learning and engagement

* Launch a Talent Acquisition Scorecard to measure impact and performance

* Implement 2026 Employee Engagement Survey MICL;TJANUTI.(YEE
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