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Recognizing the Need for Change

Arlandria County recognized the need for change; it needed to shift and evolve. They had been the
beneficiaries of rapid growth over the last decade but had yet to shed their “smaller county”
approaches.

Key services across departments hadn’t been reviewed in any comprehensive way for years,
sometimes decades. There were no consolidated metrics for program impact, efficiency, or budget
alignment. Leaders were making decisions without insight, and pressure to modernize was mounting.

In response to the growing demands of the stakeholders, and as a result of a vigorous conversation at
arecent management retreat, the County proposed a new position: Management Analyst.

[PROMPT: Create a Job Description]

Act with expertise in local government, human resources, wage and hour law,
organization analysis and design, employee classification, and labor and
employment law. Review and analyze the management retreat notes to create a
well-structured job description for a potential Management Analyst role. Use the
appropriate sections of the template, such as “General Summary,” a “Purpose
Statement” that describes the meaning and purpose in the role, “Duties,
Responsibilities, and Essential Job Functions,” “Required Training and Experience,”
“Required Competencies, Knowledge, Skills, and Abilities”.

[PROMPT: Justify the Role]

You are the County Administrator for Arlandria County. Based on the newly
developed job description for a Management Analyst role, draft a concise,
persuasive position paper to present to the Arlandria County Board of Supervisors.
The paper should:

e Clearly articulate the strategic need for the position

e Summarize the gaps or inefficiencies this role is intended to address

e Explain how the role aligns with organizational goals, including performance
measurement, modernization, and interdepartmental support

e Describe the value of having internal capacity for data-informed decision-
making, grant development, and strategic project support

e Include high-level discussion of classification, exempt status, and alignment
with comparable roles in similarly sized counties

e Propose salary range, reporting structure, and onboarding timeline

e Framethe investment as a move toward more efficient, accountable government

Maintain a professional and forward-looking tone—suitable for inclusion in a Board
meeting packet or administrative agenda memo.

[PROMPT: Media Response]



You are the County Administrator for Arlandria County. A local reporter has reached
out after seeing the proposed Management Analyst position on an upcoming Board
of Supervisors agenda. They’ve asked for comment. Draft a short, professional
statement that:

e Acknowledges the item is pending before the Board

o Briefly explains the intended purpose of the role

e Frames the proposal as part of the County’s commitment to data-informed
decision-making, strategic planning, and service effectiveness

e Avoids advocacy or politics, respecting the Board’s decision-making role

e |s suitable for inclusion in a short article or quote

Keep the tone factual, steady, and public-sector appropriate—informative without
editorializing.

This was intended as a strategic, exempt role—someone with analytical depth, systems thinking, and
the ability to partner with department heads to diagnose problems, realign operations, and support
more intelligent management and budgeting. It was ambitious. It was needed.

A Candidate Who Sparked a Rethink
But the recruitment didn’t go as hoped.

The applicant pool was thin. Most candidates lacked the combination of relevant experience,
understanding of the public sector, strategic thinking, and technical expertise that the role required.

Then came an application that stood out.

Taylor Grohl wasn’t fully qualified on paper. He hadn’t yet completed his bachelor’s degree and was
still considered relatively green. But he had something else: initiative, discipline, and a commitment
to growth. In a private-sector junior analyst role, he had taught himself Excel, Tableau, Power Bl, and
Python—well beyond what was required of him. He also expressed a strong desire to work in the
public sector, even acknowledging the financial trade-off in exchange for working on meaningful
projects.

Taylor’s application sparked internal discussion—not about making an exception but about
rethinking the recruitment strategy. Maybe the County needed to stop searching for a perfect match
and start investing in the right person. The original role would remain on hold, but a new
classification would be created—a developmental role: Management Associate. The position was
drafted with an associate’s degree and continued progress toward a bachelor’s as the educational
requirement. The idea was to create a pipeline for candidates like Taylor—those not yet at a strategic
level, but capable of growing into it.

[PROMPT: Modify a Role Based on Existing Job Documentation]

Act with expertise in local government HR, classification, and public sector role
design. Based on the following job description for a professional-level Management
Analyst role, rework it into a developmental version (titled Management Associate)
suitable for candidates with less experience or in-progress education.

Your goalis to:



e Maintain the intent and strategic value of the original role

e Reduce qualifications (e.g., allow for an associate’s degree + active pursuit of a
bachelor’s)

e Narrow or tier duties as appropriate

e Emphasize growth, training, and cross-departmental support

e Preserve clarity and structure for HR and labor classification purposes

e Use the same job description structure as before

Original Management Analyst Job Description:

[Paste the output from your prior prompt here]

Union Response and Strategic Agreement
The position was formally posted.
Almost immediately, the union responded.

The Professionals and Paraprofessionals Bargaining Unit, which already included a range of non-
exempt analysts and technicians across IT, finance, and public health, saw the Management
Associate position as well within its scope. They emphasized that the unit’s recognition clause was
based on duties, not just degrees.

Their argument was simple: The role involved technical, advisory, and analytical work in support of
departments. This included tasks such as supporting budget prep, conducting departmental
research, and presenting preliminary recommendations that paralleled existing unit classifications in
function, if not title. It did not require full professional discretion or a completed degree, and the
incumbent would not be involved in handling confidential labor relations or executive-level decision-
making. It was a match for inclusion.

[PROMPT: Assessing the Applicability of Contract Language and Strategizing]

You are a labor relations expert advising a county government. The union has
challenged the exclusion of a newly created Management Associate position from
the Professionals and Paraprofessionals Bargaining Unit, claiming that the role falls
within the scope of the recognition clause. Review the attached recognition clause
and analyze whether the position is reasonably includable. Then, recommend a
proactive strategy for addressing the issue, either through classification analysis,
dialogue, or a side letter.

e Yourresponse should include:

e Aninterpretation of the recognition clause language

e Assess management and union arguments related to this issue

e An evaluation of the position’s duties in relation to inclusion thresholds
e Risk factors for a unit clarification or grievance

e A suggested course of action for labor relations and HR leadership

[Insert Position Description Here]

The County acknowledged the logic. Rather than resist, they negotiated a side letter agreement:



¢ The Management Associate role would be placed in the Professionals and Paraprofessionals
unit

e Upon degree completion and assignment of higher-level strategic duties, the employee could
be promoted to Management Analyst, which would remain exempt and out-of-unit

e The agreement clearly documented the conditions and process for unit exit

[PROMPT: Crafting a Side Letter of Agreement]

You are a labor relations specialist for a county government. The County has agreed
to a side letter with the Professionals and Paraprofessionals Bargaining Unit
regarding a newly created Management Associate position. The employee will be
placed in the bargaining unit while serving in a developmental capacity. Upon
completing a bachelor’s degree and assuming strategic-level duties, they may be
promoted to a Management Analyst role, which is exempt and excluded from the
bargaining unit. Draft a side letter agreement that:

e Formally includes the Management Associate classification in the bargaining
unit

e Establishes conditions for promotion to Management Analyst

e Defines the process and criteria for unit exclusion

e Maintains compliance with recognition language and classification standards

e Reflects a collaborative tone between management and the union

Use plain, professional contract language suitable for inclusion in a collective
bargaining context.

[PROMPT: Crafting Interview Questions Specifically for a Developmental Role]

You are a public sector HR professional designing an interview process for a
developmental role: Management Associate. This position is intended to support
technical, analytical, and planning tasks, with a clear pathway to grow into a
Management Analyst role in the future. The goal is to identify candidates who meet
the current needs and demonstrate the aptitude and motivation to grow into higher-
level responsibilities over time. Using the two job descriptions provided
(Management Associate and Management Analyst), generate 10-15 behavioral
interview questions that:

e Evaluate current readiness for the Associate role

e Explore growth potential for the Analyst role

e Reflect public sector values (collaboration, accountability, equity)

e Focus on competencies like initiative, learning mindset, data literacy,
communication, and project follow-through

e For each question, include a brief explanation of what the question is designed
to assess.

Job Descriptions: [Insert or upload both descriptions here]



Early Contributions and Development

Taylor was selected from the reopened candidate pool. And from the outset, he delivered.

[PROMPT: Creating an Onboarding and Talent Development Plan]

You are an HR and organizational development expert supporting a developmental
role in the public sector. A new hire, Taylor Grohl, has been selected for a
Management Associate position—a developmental role designed to build
experience and prepare for eventual promotion to Management Analyst. Using
Taylor’s resume and both job descriptions (current and future role), draft a 6-month
onboarding and development plan that includes:

e A structured month-by-month timeline

e Key learning goals and work objectives for each phase

e Developmental activities (e.g., cross-departmental exposure, project
ownership, coaching)

e Regular milestone evaluation checkpoints with space for manager and
employee feedback

e Clear alignment to future expectations for the Management Analyst role

The tone should be practical, supportive, and future-focused—designed to set
Taylor up for both early contributions and long-term growth within the County.

He began with foundational work—data collection, survey design support, operational mapping. He
listened well, documented thoroughly, and worked across departmental lines with professionalism
and humility. He quickly earned credibility.

With some scheduling flexibility, Taylor steadily completed his degree. Meanwhile, his project work
deepened. During a county-wide budget realighment, Taylor supported two major reorganizations:
in Highway/Facilities and Human Services. His analysis led to the reduction of duplicative roles,
modernization of workflows, and even small-scale technology upgrades that improved service
delivery.

By the time his degree was finished, Taylor’s duties had clearly evolved. He wasn’t just supporting
strategy—he was helping shape it.

Promotion and Pipeline Preservation

Following the side letter’s terms:
e Taylor was promoted to the Management Analyst role
¢ He was formally removed from the bargaining unit

¢ The Management Associate position was placed on hold, not eliminated, but reserved as a
potential talent pipeline for the future

[PROMPT: Communicating with the Association]

You are a labor relations professional in a county government. In accordance with a
previously negotiated side letter, an employee (Taylor Grohl) has completed their



bachelor’s degree, demonstrated expanded strategic-level duties, and has been
promoted from Management Associate (in-unit) to Management Analyst (exempt
and out-of-unit). Draft a professional and matter-of-fact communication to the
union that:

e Confirms Taylor’s promotion

e References the side letter terms and agreed-upon conditions for unit exit
e Notifies the union that the position has now been formally reclassified

e Acknowledges the value of continued collaboration

e Maintains a respectful, transparent tone

Use a memo or formal email format suitable for labor relations correspondence.

A Transformative Contribution
Taylor’s defining contribution came two years later.

In addition to assisting the organization’s transition to data-informed decision making, he led a
comprehensive organizational survey—not a generic employee engagement tool, but a system-
wide inquiry into satisfaction, communication patterns, operational barriers, and departmental
needs. The findings were transformative. His summary memo helped leadership make structural,
cultural, and policy decisions that had been stalled for years.

[PROMPT: Analyzing Survey Data]

You are a data analyst in local government preparing a summary report for senior
leadership, based on a recent open-ended bargaining unit sentiment survey. The
survey was developed by a professional-level employee and included six open-
ended questions covering tools, processes, leadership support, morale,
recognition, and feedback culture. The data reflects responses from non-
supervisory professional and paraprofessional employees.

Using the uploaded file, analyze the responses and provide a structured, actionable
report. Include:

e Thematic analysis for each of the six questions: identify recurring themes or
keywords (e.g., outdated technology, recognition, cross-department silos).

e Sentimentoverview (e.g., percentage or pattern of satisfied, neutral, dissatisfied
tones across responses).

e Notable quotes orillustrative examples (without attribution) that underscore key
insights.

e Recommendations for leadership based on the trends surfaced—be specific and
practical.

A brief executive summary (4-5 bullet points) to be shared with the County Board or
leadership team.

The tone should be objective, constructive, and suitable for presentation to HR and
labor relations professionals.



Planning the Next Chapter

After delivering that project, Taylor had his scheduled performance and development meeting with
the County Administrator.

[PROMPT: Creating an Employee Coaching and Performance Conversation]

You are a County Administrator preparing for a scheduled performance and
development meeting with Taylor Grohl, a Management Analyst who has
consistently demonstrated high performance, initiative, and growth. Draft a
structured coaching conversation guide that supports:

e Reflection on Taylor’s accomplishments and their organizational impact

e Recognition of progress in core competencies

e Constructive discussion on areas for continued growth

e Goal setting for the next 6-12 months based on current role expectations

e Light developmental planning (skill building, exposure opportunities, cross-
functional work) to sustain momentum

The guide should include suggested questions, coaching cues, and milestones,
framed in a supportive and developmental tone suitable for a high-performing
public sector professional.

“I love the work,” he said, “But | want to be at the table. | don’t want to inform decisions—I want to help
make them.” At that same meeting, he expressed his ultimate career goal of becoming a local
government administrator and inquired about potential mentoring or shadowing opportunities.

[PROMPT: Revising and Updating a Talent Development Plan]

You are a public sector HR strategist supporting a high-performing Management
Analyst, Taylor Grohl, who has expressed interest in executive leadership and
requested developmental opportunities. Using the attached talent assessment
document as context, revise and update Taylor’s 12-24 month development plan to:

e Reinforce accountability and continued growth in his current role

e Introduce structured developmental experiences aligned with future leadership
roles

o Reflect strengths and development areas as identified in the assessment

e Emphasize that future advancement is contingent on sustained performance
and professional maturity

e Include practical exposure (e.g., mentorship, interdepartmental initiatives,
public communication, shadowing)

Format the plan for internal use—suitable for HR, leadership coaching, or
succession planning documentation.

That conversation sparked a new round of reflection:

e Should the County create a Strategic Initiatives Manager role?



e Could Taylor be mentored for executive leadership?

¢ Was ittime to reopen the Management Associate role and repeat the developmental process?

[PROMPT: Using Al as a Thought Partner]

You are a public sector organizational strategist. The county is at a decision point
following the developmental success of a Management Analyst, Taylor Grohl. The
County Administrator is considering whether to:

e Create a new Strategic Initiatives Manager role
e Begin mentoring Taylor for future executive leadership
e Reopen the Management Associate position as a talent pipeline

Using available context—including job descriptions and a talent assessment—
generate 10 clear, easy-to-answer questions that will help the County Administrator:

e Evaluate the need for a new role
e Assess leadership development opportunities
e Decide whether to reinvest in the developmental hiring model

The questions should be specific, decision-oriented, and desighed to provoke
thoughtful yet practical internal discussion.

Epilogue: A New Chapter for Taylor Grohl

Taylor continued to thrive in his role as Strategic Initiatives Manager. Over the next two to three
years, he undertook increasingly complex assignments, including guiding capital planning models,
mentoring early-career analysts, and serving as a trusted internal consultant and thought partner on
policy and operational challenges.

He also made good on his personal growth plan: earning his Master of Public Administration,
attending night classes and online intensives while continuing his full-time role. His final capstone
project focused on intergovernmental collaboration in service delivery—an area that soon proved
personally relevant.

Then, one morning, the County Administrator received the news: Taylor Grohl had accepted an offer
to become the new Deputy City Administrator for the City of Lithium Springs.

It was a bittersweet moment. The Administrator was elated—for Taylor, for what it said about the
County’s ability to develop top-tier talent, and for the profession at large. But there was also a sense
of loss. Taylor had become not just a reliable analyst but a strategic thought partner, a cultural anchor,
and a bridge between departments.

Still, there was no hesitation. The Administrator immediately activated the succession plan.

[PROMPT: Develop an Offboarding and Succession Plan]

You are a public sector HR strategist advising a County Administrator and leadership
team following the unexpected departure of Taylor Grohl, a Strategic Initiatives
Manager who has accepted a Deputy City Administrator role elsewhere. Generate
two things:



A set of 10-12 strategic, practical questions the management team should answer
first to assess immediate risks and needs. These should surface issues such as:

e Knowledge, project, or partnership continuity

e Internal backfill or temporary reassignment options

e Short-term coverage of critical responsibilities

e Communication with internal and external stakeholders
e Impact on succession, morale, and culture

A simple, adaptable offboarding plan framework that the team can populate in real
time. The framework should include sections such as:

e Knowledge transfer and documentation

e Project handoff strategy

e Stakeholder and staff communication

e Temporary vs. permanent coverage options
e Timeline triggers and accountability

Keep the tone focused and supportive—designed for use by a public agency
management team working through time-sensitive transition planning.

And as he left, the County Administrator ensured that Taylor received the proper sendoff befitting the
contributions he had made in the County.

[PROMPT: Writing a Congratulatory Message]

As the County Administrator, you are writing a short, meaningful congratulatory
message for Taylor Grohl, who has accepted a Deputy City Administrator role with
the City of Lithium Springs—a municipality located within the same county.

Taylor’s departure is bittersweet: while his exit creates a gap, it also validates the
County’s investment in his development. Leadership wants to acknowledge that
this is a natural outcome of growing great talent—and that the County, and the
community at large, still benefit from his continued public service.

Draft a message suitable for a staff announcement, farewell celebration, or
professional network post. It should:

e Reflect pride in Taylor’s growth and contribution

e Acknowledge the reality that talent development sometimes means letting go
e Reinforce that Arlandria County is stronger for his time there

e Highlight that the region still benefits from his leadership

e Stay positive, professional, and under 300 words

The County celebrated his send-off, not as a loss, but as a return on investment, and
a signal to others that Arlandria wasn’t just a place to work, it was a place to grow.

Final Reflection

Taylor Grohl’s journey might be fictitious, but it’s not all that far off from reality. The above
narrative illustrates common events that occur in an employee lifecycle, and the live



demonstration reinforces the role that generative Al can play as a partner in human resources
and labor relations.
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