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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)

AIAN = American Indian/Alaska Native
NHPI = Native Hawaiian or Other Pacific Islander



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)



Goal 1



Goal 1 (continued)
• Diverse Candidate Applicant Flow 2024 v 2025

• New Hires 2024 v 2025



Goal 2
A current state assessment survey was 
conducted in 2025. This survey determined 
that 60% of Milwaukee County Departments 
and Offices had a documented new employee 
onboarding process. In 2026, the Department 
of Human Resources will distribute an 
onboarding framework to ensure that all 
Milwaukee County Departments and Offices 
use a documented new employee onboarding 
process.

An onboarding process sets the tone for 
workplace culture, reinforces county’s mission 
and vision and ensure new employees have 
the tools the need to succeed. 



Goal 3
Milwaukee County achieved a 6% internal 
promotion rate in 2025. While this rate is 
below the 10% goal, it represents a favorable 
increase over 2024's internal promption rate 
of 5.9%.

Tracking internal promotion rates helps us 
understand how employees are advancing 
from within Milwaukee County. 

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.  



Goal 4
Milwaukee County achieved a full-time employee 
retention rate of 88% in 2025. This represents 1.2% 
percentage point increase over 2024's retention 
rate of 86.8%.

Employee retention helps us understand how well 
we are supporting and engaging our workforce. By 
monitoring employee retention, we can identify 
trends and implement strategies that foster a 
positive work environment. 

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

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



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.



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



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 DEI into one division

• Revamp the County career page for improved 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
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