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Workforce Development
Focus on in-training plans
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Goal Definition
Be an employer of choice, creating a modern workforce 
while attracting and retaining quality workers to deliver our 
legislative, regulatory, and service requirements
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Employee Engagement Focus

Encourage and act on 
employee feedback.
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• Improved employee satisfaction in these areas 
over 2023

• Employee Engagement Survey  - participation 
increases over 2023

• Increased engagement with new employees



Modern Work Environment Focus

Continue building a flexible and mobile work environment through technology and 
innovation.
• Maintain agency telework participation.
• Increase the number of mobile workstations.
• Improve or maintain employee overall work environment satisfaction scores for 

workplace flexibility and mobility.
• Review Telework Study, and strategies to determine and implement recommendations.
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Talent Development 
Focus

Value our employees through 
training and other 
opportunities
• Improve employee 

satisfaction scores on 
question: 

"I have opportunities to learn 
and grow.“

• Increase staff learning 
opportunities for all levels.

• Increase mentorship 
opportunities statewide.
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Workforce Analysis & Growth Focus

Understand market trends and work to 
offer competitive compensation to ensure 
succession.
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• Resignation (turnover) rate is less than 10% per fiscal 
year.

• Fewer employees are leaving due to salary.
• Staffing levels across the agency are forecasted and 

consistent with operational needs.
• WSDOT jobs offer competitive salaries.
• Successfully implement classification proposals.
• WSDOT able to deliver core business services through 

attrition.



Talent Pipelines Focus

Analyze applicant pools and use 
varied recruiting methods to find 
exceptional talent
• Build an employer brand that 

positions WSDOT as a desirable 
place to work for future generations 
in the labor force.

• Build Diverse pools of qualified 
applicants; maintain diversity 
throughout the recruitment process.

• Increase employee retention in key 
entry level classifications, to include 
TE2, HMW2, OS/AB.
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Workforce Levels

WSDOT Enterprise
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75,124

6,499

7,669

64,153

From October 2021 to June 2024, WSDOT workforce increased by 
18% and the Enterprise increased by 17%.



WSDOT Workforce Growth

• Looking back several fiscal years, 
there is no precedent matching the 
rate of workforce growth we have 
experienced.

• As a result, we have seen significant 
shifts in our workforce profile with 
respect to:

– Years of Service
– People of Color

• Remaining the same is the percentage 
of males to females (approximately 
25% of staff identify as female).
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WSDOT Median Length of Service
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Length of Service As of August 2024:
• 37% of our workforce have 

been in their current 
appointment for one year or 
less. 

• 57% of our workforce have 
been in their current 
appointment for two years or 
less.

• 20% of our workforce have 
been in their current 
appointment for five years or 
more.



WSDOT People of Color 
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Percent of Workforce

For WSDOT employees with two or less 
years experience, 1 of 4 identify as a 
person of color.

For WSDOT employees with five or more 
years state service, 1 of 7 identify as a 
person of color.



Turnover Rates by Fiscal Year
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WSDOT Enterprise
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In-training Programs

• Permanent positions WSDOT uses to 
define training steps to train 
employees to successfully perform the 
full-scope and responsibilities of the 
position. 

• Each “in-training” position must have 
an approved in-training plan. 

• Offers flexibility and career path 
development.

• Two career paths:
– Qualified applicant (with requisite 

knowledge and experience) hired 
at goal class

– Applicant (with partial requisite 
knowledge and experience) hired 
at a lower level and into an in-
training plan
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A highway maintenance worker in-training opportunity for individuals who have completed 
high school, ideally within the last two years. Upon hire, each individual is paired with a 
mentor to help guide and support them toward obtaining the experience and licensure 
required for career progression through the maintenance series.  
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H2H
Civil Engineering Technician
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Electronical and Electronic 
Systems Specialist (EESS)
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Has transportation operations 
technology changed over the years?

A mechanical controller runs a 
few lamps

Modern traffic signal cabinet 
with UPS, Ethernet, etc.
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What has changed in 20 years?
• Utilization of computers
• Communication systems

– Ethernet
– Wireless
– Dedicated short range 

communications (DSRC)
– Fiber optics

• Operating Systems
– Adaptive traffic signal systems
– Tolling
– Active Traffic Management
– Automated Express Lanes gates

• Devices
– Vehicle detection
– Dynamic message signs
– License plate readers
– Ramp meters
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Advanced Traffic Control (ATC) Cabinet
• Shift from 40-yr legacy



Challenges:
• Ratio of apprentices to 

journey-level workers
• Related Supplemental 

Instruction
• Responsibilities and 

governing structure
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Classroom on the Water

• Partnership with Maritime 
Highschool 

• Allows students to expand their 
knowledge they are learning 
from their coursework – map 
and navigational skills, engine 
room, crew operations, 
emergency situations
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UW Fellowship Program



SPEAKER NAME, TITLE
Month Day, 2016

REAL ESTATE SERVICES
SPRING TRAINING
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