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LEAVE MANAGEMENT  

 
The Leave Management module will assist you in assessing your agency's 
administration of various leaves of absence and adherence to federal and state laws, 
rules, regulations, and statewide policies. The State offers a generous leave program to 
assist employees with balancing work and life responsibilities. Proper administration can 
support employee engagement. However, arbitrary or inconsistent application of leave 
rules can lead to employee morale problems. Mismanaging leave, particularly protected 
leave, also poses risks, such as scrutiny from regulatory organizations and costly 
litigation.  
 
This module will examine the following areas: 

• administrative leave 
• leave under the Family and Medical Leave Act (FMLA)  
• paid parental leave (PPL) 
• education support leave 
• compensatory time 
• annual leave accrual 

LM1. Does your agency have procedures in place to ensure that administrative  
          leave is used only for reasons outlined in State Personnel Board Rule 16,      

Absence from Work? 
 
Practical Guidance: 

State Personnel Board Rule 16, Absence from Work, defines administrative leave as 
“paid time off for specified reasons defined in State law.” Under the Rule,  
"administrative leave" is not intended to be a catchall category. The thirteen types of 
administrative leave are listed in Section (5) (d) of the Rule 16, and each type of leave is 
explained in another section of the rule.  
 
Reference:   

State Personnel Board Rule 16, Absence from Work 

LM2. How does your agency notify employees of their rights under the federal 
Family and Medical Leave Act (FMLA)? Check all that apply. 

 
Practical Guidance: 
 
Every employer covered by the FMLA must display or post an informative general 
notice about the FMLA. The poster must be displayed in plain view where all employees 
and applicants can readily see it, and must have large enough text so it can be easily 
read. The information displayed on the poster must explain the FMLA provisions and 

https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules


 

 

 

Practical Guidance – FY2027 
 

 

HR Assessment Practical Guidance  2 | P a g e  

 

Human Resources Assessment 

provide information on how to file a complaint with the Wage and Hour Division of the 
U.S. Department of Labor. This poster must be displayed even if no employees are 
currently eligible for FMLA leave. 
 
In addition to displaying a poster, if a covered employer has any FMLA eligible 
employees, it must also provide each employee with a general notice about the FMLA in 
the employer’s employee handbook or other written materials about leave and benefits. 
If no handbook or written leave materials exist, the employer must distribute this general 
notice to each new employee upon hire. 
 
References:   
 
Family and Medical Leave Act, 29 U.S.C. § 2601 et seq. ♦ U.S. Department of Labor, 
Family and Medical Leave Act Employer Guide, pp. 12-13 
 
LM3. What action does your agency take when an employee requests FMLA  
          leave or when the agency learns of a need for absence from work that may 

qualify for FMLA leave? Check all that apply. 
 
Practical Guidance: 
 
When an employee requests FMLA leave, or as soon as an employer has enough 
information that indicates an employee’s need for leave may be for an FMLA-qualifying 
reason, the employer should begin the FMLA leave process. The employer must 
provide an Eligibility Notice to the employee within five business days of the initial 
request for leave or of learning that an employee’s leave may be for an FMLA-qualifying 
reason, unless there are extenuating circumstances. Notification of eligibility may be 
oral or in writing. If the employer determines that the employee is not eligible for FMLA 
leave, the notice must state at least one reason why the employee is not eligible. 
 
Employers must also provide a written Rights and Responsibilities Notice each time the 
employer provides an eligible employee an Eligibility Notice, within five business days of 
having notice of the employee’s need for leave. The Rights and Responsibilities Notice 
details the specific expectations and obligations of the employee relating to his or her 
FMLA leave. If the Eligibility Notice is in writing, the Rights and Responsibilities Notice 
can be combined with it. 
 
The USDOL has developed optional-use forms which can be used by employers to 
provide required notices to employees, and by employees to provide certification of their 
need for leave for an FMLA qualifying reason. Alternatively, employers may use their 
own forms, if they provide the same basic notice information and require only the same 
basic certification information. 
 
 
 

https://www.law.cornell.edu/uscode/text/29/chapter-28
https://www.dol.gov/agencies/whd/fmla/employer-guide
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References:   
 
Family and Medical Leave Act, 29 U.S.C. § 2601 et seq. ♦ 29 C.F.R. § 825.300 ♦ U.S. 
Department of Labor, Family and Medical Leave Act Employer Guide, pp. 14-15; 20-21 
♦ U.S. Department of Labor, FMLA: Forms ♦ State Personnel Board Rule 23, Family 
and Medical Leave ♦ Department of Administrative Services, FMLA Tools 
 
LM4. What documents does your agency require from an employee to prove a 

family relationship for purposes of FMLA leave? 
 
Practical Guidance:  
 
An employer may, but is not required to, request that an employee provide reasonable 
documentation of the qualifying family relationship. An employee may satisfy this 
requirement by providing either a simple statement asserting that the requisite family 
relationship exists, or other documentation such as a child’s birth certificate or a court 
document. It is the employee’s choice whether to provide a simple statement or other 
documentation. Employers may not use a request for confirmation of a family 
relationship in a manner that interferes with an employee’s exercise or attempt to 
exercise his or her FMLA rights. 
 
References:  
 
Family and Medical Leave Act, 29 U.S.C. § 2601 et seq. ♦ U.S. Department of Labor, 
Family and Medical Leave Act Employer Guide, p.25 ♦ State Personnel Board Rule 23, 
Family and Medical Leave  
 
LM5. How often does your agency contact employees who are on full-time FMLA 
         leave? 

 
Practical Guidance: 
 
Federal regulation prohibits employers from interfering with, restraining, or denying the 
exercise of (or attempts to exercise) any rights provided by the FMLA. Contacting an 
employee frequently and/or asking them to perform work while on FMLA leave may 
constitute inference with an employee’s rights under the FMLA. In contrast, infrequent, 
limited contact on work-related matters or periodic contact to check on the employee’s 
well-being and/or to confirm return-to-work details is not likely to be considered 
interference. 
 
References:   
 
29 C.F.R. § 825.220 ♦ State Personnel Board Rule 23, Family and Medical Leave ♦ 
Nonnie L. Shivers, “Contacting Employees on FMLA Leave: Answers to 4 Inevitable 
Questions” 

https://www.law.cornell.edu/uscode/text/29/chapter-28
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-V/subchapter-C/part-825/subpart-C/section-825.300
https://www.dol.gov/agencies/whd/fmla/employer-guide
https://www.dol.gov/agencies/whd/fmla/forms
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/FMLA/Rule%2023%20-%20DOAS%20version%20-%20New%20Template.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/FMLA/Rule%2023%20-%20DOAS%20version%20-%20New%20Template.pdf
https://doas.ga.gov/human-resources-administration/fmla-tools
https://www.law.cornell.edu/uscode/text/29/chapter-28
https://www.dol.gov/agencies/whd/fmla/employer-guide
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/FMLA/Rule%2023%20-%20DOAS%20version%20-%20New%20Template.pdf
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-V/subchapter-C/part-825/subpart-B/section-825.220
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/FMLA/Rule%2023%20-%20DOAS%20version%20-%20New%20Template.pdf
https://ogletree.com/insights-resources/blog-posts/contacting-employees-on-fmla-leave-answers-to-4-inevitable-questions/
https://ogletree.com/insights-resources/blog-posts/contacting-employees-on-fmla-leave-answers-to-4-inevitable-questions/
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LM6. Are there any situations in which an employee could combine paid parental 
leave and FMLA leave for more than 12 weeks of absence from work based 
on the same qualifying event? 

 
Practical Guidance: 

 
State Personnel Board Rule 16, Absence from Work, includes the following provision: 
  

If an employee eligible for paid parental leave is also eligible for leave under the 
federal Family and Medical Leave Act (FMLA) (see Rule 478-1-.23, Family and 
Medical Leave), an agency may, by written policy, require paid parental leave to 
run concurrently with FMLA leave. 

  
If an agency adopts such a policy, and an employee is eligible for FMLA leave at the 
time PPL begins, the total of PPL and FMLA leave could not exceed 12 weeks. 
However, because an employee is eligible for PPL before he or she becomes eligible 
for FMLA leave, a new employee who takes PPL prior to becoming eligible for FMLA 
leave may be entitled to as much as 18 weeks. 
 

References:   
 

State Personnel Board Rule 16, Absence from Work ♦ State Personnel Board Rule 23, 
Family and Medical Leave 

LM7. Does your agency limit use of education support leave to employees who 
are parents of student(s)?  

Practical Guidance: 
 
To supplement work-life balance options for state employees, the State provides up to 
eight paid hours of leave per calendar year to full-time, nontemporary employees for 
promoting education in the state. Such leave is in addition to, and not charged against, 
an employee’s accrued leave. State law and State Personnel Board Rule 16, Absence 
from Work, do not limit the eligibility for such leave to employees who are the parents of 
students.  
 
References:  
 
O.C.G.A. § 45-20-32 ♦ State Personnel Board Rule 16, Absence from Work  
 

LM8. Does your agency have procedures in place to monitor use of state 
compensatory time and ensure that earned time off is taken within the one-
year time frame established in State Personnel Board Rule 16, Absence from 
Work? 

 

https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/FMLA/Rule%2023%20-%20DOAS%20version%20-%20New%20Template.pdf
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=6ee243b4-157b-4218-908f-022c2036661b&nodeid=ABTAAWAADAAD&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAD%2FABTAAWAADAAD&level=4&haschildren=&populated=false&title=45-20-32.+Limited+paid+leave+for+the+purpose+of+promoting+education.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4KB-00008-00&ecomp=vgf5kkk&prid=878284f0-920f-47b8-b9de-6b9a2689859c
https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules
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Practical Guidance: 

State Personnel Board Rule 16, Absence from Work, and statewide policy provide that 
state compensatory time must be used within one year of the date it is earned. 
Agencies should ensure that expired state compensatory time balances are no longer 
available for use by employees. 

References:   
 
State Personnel Board Rule 16, Absence from Work ♦ Office of Planning and Budget 
and Department of Administrative Services Policy 7, Rules, Regulations and 
Procedures Governing Working Hours, the Payment of Overtime, and the Granting of 
Compensatory Time 
 
LM9. Does your agency accept FLSA compensatory time when an employee 

transfers from another state agency? 
 
Practical Guidance: 

 

Overtime worked by nonexempt employees will normally be compensated with FLSA 
compensatory time rather than overtime pay, which is credited at a rate of one and one-
half hours of compensatory time for each hour of overtime worked. Statewide policy does 
not permit transfer of FLSA compensatory time between agencies, so an agency must 
pay out FLSA compensatory time when its employee transfers to another state 
employer. 

 

References:   
 
Fair Labor Standards Act (FLSA), 29 U.S.C. § 207(o) ♦ State Personnel Board Rule 16, 
Absence from Work ♦ Office of Planning and Budget and Department of Administrative 
Services Policy 7, Rules, Regulations and Procedures Governing Working Hours, the 
Payment of Overtime, and the Granting of Compensatory Time  
 
LM10. When your agency rehires an employee with previous state employment 

after a break in state service, how does the agency determine the rate of 
annual leave accrual for that employee?  (For the purposes of this 
question, assume the employee was not part of a reduction in force in the 
year prior to rehire.) 

 
Practical Guidance: 

Under State Personnel Board Rule 16, Absence from Work, annual leave accrues on a 
graduated scale based on an employee’s length of continuous, unbroken state service 
in a position entitled to accrue leave. An employee begins to accrue annual leave on the 
first date of employment, with the leave credited at the end of each pay period. When an 

https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://www.govinfo.gov/content/pkg/USCODE-2009-title29/html/USCODE-2009-title29-chap8.htm
https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
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agency rehires an employee with previous state employment after a break in state 
service, the rate of annual leave accrual is determined by the employee’s most recent 
state hire date, without regard to the previous state service. An exception applies when 
an employee is rehired into a position eligible for accrued leave benefits within one year 
of being laid off by a state employer through reduction in force. 

Full-time employees scheduled for at least 40 hours per workweek accrue annual leave 
at the rates noted below. 

 

Reference:   
 
State Personnel Board Rule 16, Absence from Work 
 

 

 

PERFORMANCE MANAGEMENT 
 
The Performance Management module allows you to assess your agency's 
administration and communication of the State of Georgia's performance management 
program. A strong performance management program can serve as an effective 
retention tool. It allows agencies to align work with agency and statewide goals. It 
provides measurable performance expectations, redirects unsuccessful performance, 
recognizes successful performance, and supports employee development. Poor or 
ineffective performance management could result in an agency’s inability to efficiently 
identify and reward high performers, build and maintain a quality workforce, or 
effectively fulfill the agency mission. 
 
This module will examine the following areas: 
 

• timing, content, and revision of performance plans 
• coaching 
• performance evaluations 
• performance management training 

 
PM1. Does your agency have processes or practices in place to ensure that each 

employee receives a performance plan within 45 days of hire or the 
beginning of a new job and annually within 45 days of the beginning of a 
new performance period? 

 

Complete Months of 
Continuous State Service 

 
Paid Semi-Monthly 

 
Paid Monthly 

0 through 60 5 hours per pay period 10 hours per pay period 
60+ through 120 6 hours per pay period 12 hours per pay period 
120+ 7 hours per pay period 14 hours per pay period 

https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules
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Practical Guidance:  
 
Agency management should complete a performance plan for all employees within 45 
calendar days of hire or within 45 calendar days following the employee’s acceptance of 
a new position. Such plans should communicate job-specific performance goals that 
align with organizational priorities. During this time frame, a performance plan should be 
presented to and discussed with the employee. 
 
Reference:  
 
State Personnel Board Rule 14, Performance Management 
 
PM2. Are measurable and specific goals created for all employees within 45 days 

of hire or the beginning of a new job and annually within 45 days of the 
beginning of a new performance period? 

 
Practical Guidance:  
 
State Personnel Board Rule 14, Performance Management, requires supervisors to 
develop performance plans, identifying performance standards and expectations on 
which the employee will be evaluated. The plans are to be presented within 45 calendar 
days of an employee being placed in a new job and annually within 45 calendar days of 
the start of a new performance period. 
 
The Rule defines “goal” as a measurable outcome or result to be achieved. Ideally, the 
performance plan should include goals that are specific, measurable, attainable, 
relevant, and time-bound (“SMART”). SMART goals enhance the performance 
management process by clarifying what, when, why, and how a goal might be achieved. 
Well-crafted goals encourage employees to think ahead, anticipate obstacles, capitalize 
on momentum, and achieve the intended outcome. 
 
References: 
 
State Personnel Board Rule 14, Performance Management ♦ Department of 
Administrative Services, Performance at State of Georgia ♦ Department of 
Administrative Services, Defining and Writing SMART Goals and Objectives ♦ University 
of Massachusetts Global, “How to Measure Organizational Performance: The Secret to 
Effective Goal Setting”  
 
PM3. Are personal development plans created as a part of all employees’ annual 

performance plans? 
 
 
 
 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/assets/Human%20Resources%20Administration/Performance%20Development%20Process/Performance%20Expectation%20Setting.pdf
https://doas.ga.gov/sites/default/files/2024-03/Defining%20and%20Writing%20SMART%20Goals%20and%20Objectives.pdf
https://www.umassglobal.edu/news-and-events/blog/how-to-measure-organizational-performance
https://www.umassglobal.edu/news-and-events/blog/how-to-measure-organizational-performance
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Practical Guidance:  
 
A personal development plan (also referred to as an individual development plan or 
IDP) is an action plan that identifies an employee’s short-term and long-term goals as 
well as projects, activities, and support that contribute to the employee’s continual 
learning and development in the organization. 
 
Because of the importance of improving and/or expanding employees’ knowledge, 
skills, and abilities, all agencies are encouraged to include personal development plans 
in their employees’ performance plans. The focus of the personal development plan 
may be progression in the current role, building new skill sets or knowledge, and/or 
preparation for a future role. Development of a personal development plan should be a 
collaborative effort between the supervisor and employee. 
 
Reference: 
 
State Personnel Board Rule 14, Performance Management  
 
PM4. Do managers and supervisors update performance plans during the 

performance cycle when there are significant changes to an employee's 
goals, duties, or responsibilities?  

 

Practical Guidance: 
 
A performance plan is a working document and should be reviewed frequently and 
revised as needed to accommodate changes in responsibilities and expectations.  
Employees should be immediately notified of any substantive modifications to their 
performance plan, and the written plan must be updated within 15 calendar days of the 
modifications. 
 
Reference: 
 
State Personnel Board Rule 14, Performance Management 
 
PM5. Does your agency instruct or encourage managers and supervisors to 

consistently coach employees to reinforce successful performance, 
address possible performance deficiencies, and follow up on expectations 
outlined in performance plans? 

 
Practical Guidance: 
 
State Personnel Board Rule 14, Performance Management, defines the four 
components of the state’s performance management program: planning, coaching, 
evaluation, and recognition. The performance management program requires that 
supervisors monitor their employees’ performance and provide coaching throughout the 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
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performance period. Coaching should consist of periodic meetings between the 
supervisor and employee to discuss how effectively the employee is applying 
competencies to meet job responsibilities and/or goals. 

References:  
 
State Personnel Board Rule 14, Performance Management  ♦ Department of 
Administrative Services, Coaching for Performance 
 

PM6. Does your agency ensure that managers and supervisors complete an 
annual evaluation and assign a performance rating to each employee 
based on the employee’s annual performance plan? 

 

Practical Guidance:  
 
Once supervisors and managers set evaluation criteria, they should meet with 
employees regularly to assess progress and adjust strategies as needed. Regardless of 
whether performance-based salary increases are authorized, supervisors and 
managers are responsible for documenting, evaluating, and rating the performance of 
each employee at the conclusion of each annual performance period. Reviews must be 
conducted in a fair, unbiased, and equitable manner and should reflect the overall level 
of performance. 
 
Reference:  
 
State Personnel Board Rule 14, Performance Management 
 
PM7. Does your agency’s performance management policy or process include 

procedures for second-level review of performance evaluations to ensure 
that sufficient detail is included and actual performance is reflected? 

 

Practical Guidance: 
 
State Personnel Board Rule 14, Performance Management, requires each agency to 
designate at least one official to review performance plans, evaluations, and supporting 
documentation. The documentation should provide meaningful detail, and the 
evaluation should reflect the employee’s overall level of performance. In appropriate 
cases, the review official will direct the responsible supervisor to revise the performance 
plan or rating. The official reviewing an employee’s performance plan or evaluation 
should be familiar with the work described and must not be a first- or second-level 
supervisor of the employee. 

 
 
 
 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Performance%20Development%20Process/Coaching%20for%20Performance.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
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References: 
 
State Personnel Board Rule 14, Performance Management ♦ Department of 
Administrative Services, 5 Questions to Ask Your Employee During the Performance 
Evaluation Process ♦ Department of Administrative Services, Monitoring Employee 
Performance 
 
PM8. Does your agency’s performance management policy or process include 

procedures by which an employee can request a review if he or she 
receives an overall performance rating of “unsatisfactory performer” (or its 
equivalent in the agency’s performance management system)? 

 
Practical Guidance:  
 
State Personnel Board Rule 14, Performance Management, provides that employees 
may request review of their annual performance if the overall rating is “Unsatisfactory 
Performer,” or its equivalent, and they disagree with such rating. The Rule also requires 
the agency to provide the identity of an Agency Review Official to an  employee who is 
given an overall summary rating of “Unsatisfactory Performer,” or its equivalent.  
 
Reference: 
 
State Personnel Board Rule 14, Performance Management 
  
PM9. Does your agency ensure that employees acknowledge their annual 

performance evaluation? 

 

Practical Guidance: 
 
Performance evaluations must be acknowledged by the employee and the supervisor or 
manager. Acknowledgment serves as confirmation of the completion of the annual 
evaluation process and can be in writing or electronic. In instances where an employee 
refuses to acknowledge the performance evaluation, agencies must determine an 
alternate method of documenting that the evaluation was discussed with the employee.  

Documenting performance issues is particularly helpful in the context of potential 
litigation. Good documentation creates credibility for the employer by showing that 
employees are treated in a fair and consistent manner. 

References:   

State Personnel Board Rule 14, Performance Management ♦ Department of 
Administrative Services, 7 Steps in Performance Evaluation Process ♦ Dori Meinert, 
“How to Create Bulletproof Documentation” 
 
 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/2024-04/5%20Questions%20to%20Ask%20Your%20Employee%20During%20the%20Performance%20Evaluation%20Process.pdf
https://doas.ga.gov/sites/default/files/2024-04/5%20Questions%20to%20Ask%20Your%20Employee%20During%20the%20Performance%20Evaluation%20Process.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Performance%20Development%20Process/Monitoring%20Employee%20Performance.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Performance%20Development%20Process/Monitoring%20Employee%20Performance.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Performance%20Management%20Training%20Documents/7%20steps%20in%20Performance%20Review%20Process.pdf
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/performance-documentation.aspx
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PM10. Are agency managers, supervisors, and human resources staff trained in the 
performance management program? 

 
Practical Guidance:  
 
Performance management can serve as an effective retention tool, and the State’s 
performance management program provides supervisors and employees with the 
opportunity to align work with agency goals and plans, discuss performance 
expectations, identify and correct areas for improvement, encourage and recognize 
strengths, and discuss positive, purposeful approaches for meeting goals. Performance 
discussions should ideally occur throughout the year during interim reviews and 
coaching, but must occur in conjunction with performance planning and end-of-year  
performance evaluation. Frequent, high-quality performance feedback promotes 
employee engagement and enhances organizational efficiency.  
 
Training human resources staff, supervisors, and managers in all phases of the 
performance management process enhances the success of the performance 
management program. 
 
References: 
 
State Personnel Board Rule 14, Performance Management ♦ Department of 
Administrative Services, Performance at State of Georgia ♦ George Kettner, “4 Reasons 
Why Giving and Receiving Performance Feedback Is Important”   

 

 

 

POLICY  
 

The Policy module will assist you in assessing your agency's documentation, 
communication, and administration of workplace policies and procedures, as well as 
adherence to federal and state laws, rules, regulations, and guidance. Development and 
administration of sound policies and practices enable the agency to ensure consistent 
and objective decisions, minimizing legal risks. Policies and practices that are 
inconsistent with employment law or that appear unfair or capricious may contribute to 
recruitment and retention difficulties or low employee engagement. 
 
 
This module will examine the following areas: 
 

• Americans with Disabilities Act (ADA) compliance 

• telework and flexible work hours 

• drug and alcohol–free workplace 

• access to employee information 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%2014%20%283-16-20%29.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Performance%20Development%20Overview/Performance%20at%20SOG_July2018.pdf
https://www.govloop.com/community/blog/4-reasons-giving-receiving-performance-feedback-important/
https://www.govloop.com/community/blog/4-reasons-giving-receiving-performance-feedback-important/
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• compliance training 

• employee complaint resolution 

• workplace notices 

• policy review 

• State Personnel Board Rule updates 
 
PO1. Does your agency monitor ADA reasonable accommodations?   

 
Practical Guidance: 

 
Reasonable accommodation is any change or adjustment to a job or work environment 
that permits a qualified applicant or employee with a disability to participate in the job  
application process, to perform the essential functions of the job, or to enjoy benefits  
and privileges of employment. A qualified employee with a disability must have equal 
access to workplace communications, be provided with alternative formats (when 
needed), and allowed the same opportunities as other employees.  
 
It is a violation of the Americans with Disabilities Act to fail to provide reasonable 
accommodation to the known physical or mental limitations of a qualified individual with 
a disability, unless doing so would impose undue hardship on the operation of your 
agency. Undue hardship means that the accommodation would be too difficult or too 
expensive in light of the employer’s size, financial resources, and business needs. 
 
Requests for accommodation should be evaluated on a case-by-case basis to 
determine the appropriate action. The ADA interactive process also includes monitoring 
the ongoing effectiveness of accommodations. Changes to the workplace, job duties, or  

the employee’s limitations could impact the effectiveness of the accommodation. If 
equipment is part of the accommodation, it should be properly maintained and/or 
upgraded as necessary. In addition, the employer should encourage employees to 
communicate any issues with their accommodations.  
 
References:  
 

Americans with Disabilities Act Amendments Act (ADAAA), 42 U.S.C. § 12112(b)(5)(A) 
and (B) ♦ U.S. Equal Employment Opportunity Commission, Enforcement Guidance on 
Reasonable Accommodation and Undue Hardship Under the ADA ♦ Job 
Accommodation Network, Accommodation Process 

 
PO2. Which agency employees are required to complete a telework agreement?  

 

 

 

 

 

https://www.law.cornell.edu/uscode/text/42/12112
https://www.law.cornell.edu/uscode/text/42/12112
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada
https://askjan.org/topics/AccommodationProcess.cfm#spy-scroll-heading-6
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Practical Guidance: 
 
The Statewide Telework Policy provides that agencies must require all teleworkers, even 
those who telework only on an occasional basis, to complete a telework agreement prior 
to the start of telework. 
 

Reference:  

 

Department of Administrative Services and Governor's Office of Planning and Budget, 
Statewide Telework Policy 
 

PO3. Does your agency have a policy that addresses flexible work hours and/or 
alternative work schedules?  

 
Practical Guidance: 
 
Flexible work hours and other alternative work arrangements have been shown to 
promote employee retention. Agencies that have a flexible work hours program should 
establish written policy and require flexible scheduling agreements to ensure that the 
expectations of all parties are clear. The written agreements should include the 
following elements: 
    

• identification of particular times/days to be taken off,  

• what happens during workweeks shortened by holidays, and  

• use of leave and compensatory time. 
 
The flexible work hours policy and agreements should be reviewed periodically to 
determine if their provisions are consistent with Fair Labor Standards Act (FLSA) 
requirements. 
 
References:   
 
Roy Maurer, “Flexible Work Critical to Retention, Survey Finds” ♦ Stephen Miller, 
“Study: Flexible Schedules Reduce Conflict, Lower Turnover” 
 
PO4. If your agency’s HR department received an anonymous tip that an 

employee in a high-risk position was under the influence of drugs, what 
action would be taken? 

 

Practical Guidance: 
 
All employees are subject to reasonable suspicion drug and/or alcohol testing when a 
designated agency official determines there is a compelling reason to suspect an 
employee is not free from alcohol or illegal drugs. The State of Georgia is a government 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Telework%20Policy/Statewide%20Telework%20Policy%20Revision_Final_09.2020.pdf
https://www.shrm.org/topics-tools/news/talent-acquisition/flexible-work-critical-to-retention-survey-finds
https://www.shrm.org/topics-tools/news/benefits-compensation/study-flexible-schedules-reduce-conflict-lower-turnover
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entity that must be cognizant of the Fourth Amendment to the U.S. Constitution, which 
prohibits unreasonable search and seizure. A drug test is considered a search and 
seizure, so when ordered by the State, it must be reasonable. Although an employer 
may investigate an employee’s behavior following a third-party tip, referral for 
reasonable suspicion drug testing must be based on directly observed physical, 
behavioral, or performance indicators. 

References: 
 
State Personnel Board Rule 21, Drug and Alcohol–Free Workplace Program ♦ 
Department of Administrative Services, Reasonable Suspicion Checklist  
 
PO5. At what point should a drug and alcohol abuse evaluation expert (i.e., 

employee assistance professional, substance abuse professional, or 
qualified drug and alcohol counselor) typically become involved in the 
process when an employee self-discloses a substance abuse issue? 

 
Practical Guidance: 
 
If certain conditions are met, an employee who self-discloses a substance abuse issue 
is not subject to immediate dismissal from employment. The employee must make the 
disclosure in writing to an official designated by the agency. The disclosure must be 
made prior to arrest for an offense involving alcohol, if the employee is disclosing an 
alcohol problem, and prior to arrest for an offense involving a controlled substance, 
marijuana, or a dangerous drug, if the employee is disclosing an illegal drug problem. In 
addition, the employee must not have refused ordered substance abuse testing or 
tested positive for illegal drug use or alcohol. If the employee is in a position regulated 
by the Federal Motor Carrier Safety Administration (FMCSA), the disclosure must be 
made before the employee reports for duty to perform safety-sensitive transportation 
functions. If all of these conditions are met, the agency will then refer the employee to a 
drug and alcohol evaluation expert. 
 
The employee must follow a treatment plan, which is at the employee's expense, and 
provide certification of completion of the program. Finally, the employee must complete 
return-to-duty substance abuse testing and receive a negative result before returning to 
work. 
 
Reference: 
 
State Personnel Board Rule 21A, Self-Disclosure of Substance Abuse 
 
PO6. How does your agency control access to employees’ medical and other 

personal information? 
 
 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Substance%20Abuse%20Training%20Documents/Rule%2021%20Drug%20and%20Alcohol-Free%20Workplace%20Program%2012.4.18.pdf
https://doas.ga.gov/human-resources-administration/statewide-substance-abuse-testing-program/resources-and-training
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/assets/Human+Resources+Administration/Substance+Abuse+Training+Documents/Rule+21A+Self-Disclosure+of+Substance+Abuse+12.4.18.pdf
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Practical Guidance: 
 
Federal guidelines provide that medical information received in the course of 
employment must be kept confidential and maintained separately from the personnel 
file. If such information is kept electronically, it should be password protected. Medical 
information includes drug and alcohol test results, workers’ compensation records, 
benefit enrollment and claims forms containing health information, reports of employee 
medical exams, notes from a doctor excusing the employee from work, medical and 
insurance records, and genetic information. Documentation related to a disability 
accommodation and documentation connected with FMLA leave (e.g., health care 
provider certification) must be maintained as confidential records. 
 
Agencies should collect and retain personal information only to the extent necessary to 
effectively conduct business and administer employment and benefit programs. Access 
to employees’ personal information should be limited to employees who need the 
information to complete their job duties. Agencies must make every effort to protect 
every employee’s privacy rights and interests and to prevent inappropriate or 
unnecessary disclosures. 

References: 
 
Genetic Information Nondiscrimination Act (GINA), 42 U.S.C. § 2000ff–5 ♦ Americans 
with Disabilities Act Amendments Act (ADAAA), 42 U.S.C. § 12112(d)(3)(B) ♦ 29 C.F.R. 
§ 825.500(g) ♦ 29 C.F.R. § 1630.14(4)(i) ♦ 29 C.F.R. § 1635.9  ♦ 49 C.F.R. § 40.333 ♦ 
49 C.F.R. § 382.401(a) ♦ State Personnel Board Rule 9, Records  

 
PO7. Within the last 12 months, has your agency provided training and/or written 

guidelines to managers and supervisors to ensure compliance with federal 
and state employment laws and regulations? 

 
Practical Guidance: 
 
An agency’s HR department should ensure that managers and supervisors have a solid 
understanding of the agency's policies and procedures regarding federal and state 
employment law topics such as unlawful discrimination, harassment, and retaliation; 
confidentiality; the Americans with Disabilities Act (ADA); the Family and Medical Leave 
Act (FMLA); and the Fair Labor Standards Act (FLSA). Training and information increase 
the likelihood of managers’ and supervisors’ compliance with state and federal laws and 
best practices, which in turn minimizes the potential for claims of discrimination and other 
legal problems. Training will also guide managers and supervisors in properly 
responding to employee requests and concerns.  

 

 

 

 

https://www.law.cornell.edu/uscode/text/42/2000ff-5
https://www.law.cornell.edu/uscode/text/42/12112
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-V/subchapter-C/part-825/subpart-E/section-825.500
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-V/subchapter-C/part-825/subpart-E/section-825.500
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1630/section-1630.14
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1635/section-1635.9
https://www.ecfr.gov/current/title-49/subtitle-A/part-40/subpart-P/section-40.333
https://www.ecfr.gov/current/title-49/subtitle-B/chapter-III/subchapter-B/part-382/subpart-D/section-382.401
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.09%20Records%203-21-19.pdf
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References:   

 

Allen Smith, "Train Managers to Spot Employment Law Issues" ♦ Employers Council, 
Prioritize Employment Law Training to Gain These 6 Big Benefits 
 
PO8. Does your agency have a formal process for resolution of employee 

complaints (other than complaints of sexual harassment or retaliation, 
which should be addressed through a separate process)? 

 

Practical Guidance: 
 
State Personnel Board Rule 20, Employee Complaint Resolution Procedure, requires 
each agency to implement a complaint resolution program to address employee 
concerns that are unrelated to sexual harassment. (Complaints and reports of sexual 
harassment and connected retaliation must be processed based on the procedures 
provided in the Statewide Sexual Harassment Prevention Policy.) 
 

A complaint resolution procedure serves to encourage effective operations and a 
productive workforce. At a minimum, an agency program must make available the 
procedure outlined in State Personnel Board Rule 20. 
 
Reference:   
 
State Personnel Board Rule 20, Employee Complaint Resolution Procedure 
 
PO9. Where does your agency display workplace notices? Check all that apply. 
 
Practical Guidance: 
 
Generally, federal workplace posters must be displayed or posted in conspicuous places 
where they are easily visible to all employees. Where an employer has employees 
reporting directly to work in several different buildings, the employer must post all 
required federal posters in each building, even if the buildings are in the same general 
vicinity( e.g., in an industrial park or on a campus). Additionally, certain posters are 
required to be placed where they can be seen by applicants for employment. 
 
Federal posting requirements vary by statute, most of which do not address electronic 
delivery. In most cases, electronic formats supplement but do not replace physical 
posting requirements. However, providing remote workers with easy access to the 
notices via electronic methods, the company’s intranet, or sending copies directly to 
remote workers via email, is considered best practice. 
 
State-specific workplace posters must be displayed or posted in conspicuous places 
where they are readily accessible to all employees. In certain situations outlined in  
 

https://www.shrm.org/topics-tools/news/train-managers-to-spot-employment-law-issues
https://www.employerscouncil.org/resources/prioritize-employment-law-training-to-gain-these-6-big-benefits/
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.20%20Employee%20Complaint%20Resolution%20Procedure.pdf
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regulations of the Georgia Department of Labor, electronic posting may substitute for 
physical posting of notices related to unemployment benefits. In most instances, 
however, electronic posting is a supplement to physical posting. 
 

References: 

 

U.S. Department of Labor, Posters - Frequently Asked Questions ♦ O.C.G.A. § 34-9-81.1 
♦ Georgia Department of Labor, Ga. Comp. R. & Regs. R. 300-2-7-.15 ♦ Dana Holle, 
“Where Do Employers Need to Display Labor Law Posters?” 

 
PO10. Does your agency track and review changes to State Personnel Board 

Rules to determine necessary changes to agency policies and processes? 
 
Practical Guidance: 
 
The Constitution of the State of Georgia provides for a State Personnel Board. Its five 
members are appointed by the Governor and directed by the Constitution and state 
statutes to provide policy direction for the state’s human resources function. 
 
For executive branch agencies and other state entities that meet the definition of 
“department or agency” in state statute, Rules of the State Personnel Board have the 
force and effect of law. Agency policies, therefore, must align with SPB Rules, and 
agencies should review their policies on a regular basis to ensure compliance. 
 
References:   
 

Ga. Const. Ga. Const. Art. IV, § III, Para. I O.C.G.A. §§ 45-20-2, 45-20-3, and 45-20-4 

 Department of Administrative Services, Summary of State Personnel Board Rule 
Modifications, 2015-2026 
 
PO11. When did your agency last update its core HR policies (leave management, 

FMLA leave, recruitment and selection, and FLSA)? 
 
Practical Guidance: 
 
The state legislature directs that state agencies and entities "operate within a framework 
of consistent core personnel policies and practices” and in compliance with “all state 
and federal equal employment opportunity and nondiscrimination laws.” Moreover, rules 
approved by the State Personnel Board and signed by the governor have the force and 
effect of law as to covered agencies and entities. 
 
Failure to align agency policies with current federal and state employment laws, rules, 
and policies poses a substantial compliance risk. Agency policies should be reviewed 
and updated on a regular basis. 
 

https://www.dol.gov/general/faq/posters
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=dfee2d42-aee8-4361-b53f-aafa20a46d16&nodeid=ABIAAMAAFAACAAE&nodepath=%2FROOT%2FABI%2FABIAAM%2FABIAAMAAF%2FABIAAMAAFAAC%2FABIAAMAAFAACAAE&level=5&haschildren=&populated=false&title=34-9-81.1.+Board%E2%80%99s+duty+to+provide+injured+workers+with+notice+of+rights%2C+benefits%2C+and+obligations.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-FXM1-DYB7-W475-00008-00&ecomp=6gf59kk&prid=1d56e85a-9d7a-40a1-b84d-4c24f57afbab
https://rules.sos.ga.gov/GAC/300-2-7-.15
https://www.govdocs.com/where-do-employers-need-to-display-labor-law-posters/
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=c969d98a-c87e-4c66-8bc1-f50e1ad16432&nodeid=AABAAGAADAAB&nodepath=%2FROOT%2FAAB%2FAABAAG%2FAABAAGAAD%2FAABAAGAADAAB&level=4&haschildren=&populated=false&title=Paragraph+I.+State+Personnel+Board.&config=00JAAxOTcxMWQ4YS0xZDQ0LTRkMmEtYTJkNy0zZWZhM2U1OWEzYmIKAFBvZENhdGFsb2fNRwqjhuv8kHrWV1skSbC8&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-HF31-DYB7-W0N5-00008-00&ecomp=6gf59kk&prid=5e90952f-3c83-4145-83f9-3f321928d55e
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=6e99ce2f-66fc-4dfb-93c7-04ef1a9e447d&nodeid=ABTAAWAACAAD&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAD&level=4&haschildren=&populated=false&title=45-20-2.+Definitions.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JJ-00008-00&ecomp=6gf5kkk&prid=79e77edb-055c-486f-9b9c-20d0cb8fa281
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=98af41c9-04d6-4196-ab5e-7b078e293e24&nodeid=ABTAAWAACAAE&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAE&level=4&haschildren=&populated=false&title=45-20-3.+Duties+and+functions+of+State+Personnel+Board+generally%3B+compensation%3B+quorum.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JK-00008-00&ecomp=6gf59kk&prid=3df835d4-3622-4a3e-9e74-9a237e96c9f9
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=0430060f-d193-477f-89e8-602882df75f2&nodeid=ABTAAWAACAAG&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAG&level=4&haschildren=&populated=false&title=45-20-4.+Duties+and+responsibilities+of+commissioner+in+administration+of+this+chapter.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JN-00008-00&ecomp=6gf5kkk&prid=79e77edb-055c-486f-9b9c-20d0cb8fa281
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdfhttps://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdf
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdfhttps://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdf
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References: 
 
O.C.G.A. §§ 45-20-2, 45-20-3, and 45-20-4  
 

PO12. Indicate which of these recent modifications to State Personnel Board 
Rules (which should have resulted in updates to your agency’s HR 
policies) you are aware of: 

 
Practical Guidance: 
 
The Constitution of the State of Georgia provides for a State Personnel Board. Its five 
members are appointed by the Governor and directed by the Constitution and state 
statutes to provide policy direction for the state’s human resources function. 
 
For executive branch agencies and other state entities that meet the definition of 
“department or agency” in state statute, Rules of the State Personnel Board have the 
force and effect of law. Agency policies, therefore, must align with SPB Rules, and 
agencies should review their policies on a regular basis to ensure compliance. 
 
References: 
 

Ga. Const. Ga. Const. Art. IV, § III, Para. I  O.C.G.A. §§ 45-20-2, 45-20-3, and 45-20-4 

 Department of Administrative Services, Summary of State Personnel Board Rule 
Modifications, 2015-2026  
 
 
 
RECRUITMENT AND SELECTION 
 
The Recruitment and Selection module will assist you in assessing your agency's 
identification, organization, documentation, and achievement of its staffing 
requirements, while adhering to required federal and state laws, rules, and regulations. 
The process of attracting and selecting a quality workforce directly impacts the agency's 
ability to fulfill its immediate and long-term strategic goals. Inadequate recruitment and 
selection programs can inadvertently screen out talented candidates and hinder an  
agency’s ability to identify and mitigate adverse impact against protected categories of 
applicants. Programs that are inconsistent with applicable laws and regulations can lead 
to unlawful discrimination complaints and costly litigation. 
 
This module will examine the following areas: 
 

• veterans’ preference 

• recruitment methods 

• hiring criteria 

• review of screening materials 

https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=6e99ce2f-66fc-4dfb-93c7-04ef1a9e447d&nodeid=ABTAAWAACAAD&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAD&level=4&haschildren=&populated=false&title=45-20-2.+Definitions.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JJ-00008-00&ecomp=6gf5kkk&prid=79e77edb-055c-486f-9b9c-20d0cb8fa281
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=98af41c9-04d6-4196-ab5e-7b078e293e24&nodeid=ABTAAWAACAAE&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAE&level=4&haschildren=&populated=false&title=45-20-3.+Duties+and+functions+of+State+Personnel+Board+generally%3B+compensation%3B+quorum.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JK-00008-00&ecomp=6gf59kk&prid=3df835d4-3622-4a3e-9e74-9a237e96c9f9
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=0430060f-d193-477f-89e8-602882df75f2&nodeid=ABTAAWAACAAG&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAG&level=4&haschildren=&populated=false&title=45-20-4.+Duties+and+responsibilities+of+commissioner+in+administration+of+this+chapter.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JN-00008-00&ecomp=6gf5kkk&prid=79e77edb-055c-486f-9b9c-20d0cb8fa281
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=c969d98a-c87e-4c66-8bc1-f50e1ad16432&nodeid=AABAAGAADAAB&nodepath=%2FROOT%2FAAB%2FAABAAG%2FAABAAGAAD%2FAABAAGAADAAB&level=4&haschildren=&populated=false&title=Paragraph+I.+State+Personnel+Board.&config=00JAAxOTcxMWQ4YS0xZDQ0LTRkMmEtYTJkNy0zZWZhM2U1OWEzYmIKAFBvZENhdGFsb2fNRwqjhuv8kHrWV1skSbC8&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-HF31-DYB7-W0N5-00008-00&ecomp=6gf59kk&prid=5e90952f-3c83-4145-83f9-3f321928d55e
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=6e99ce2f-66fc-4dfb-93c7-04ef1a9e447d&nodeid=ABTAAWAACAAD&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAD&level=4&haschildren=&populated=false&title=45-20-2.+Definitions.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JJ-00008-00&ecomp=6gf5kkk&prid=79e77edb-055c-486f-9b9c-20d0cb8fa281
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=98af41c9-04d6-4196-ab5e-7b078e293e24&nodeid=ABTAAWAACAAE&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAE&level=4&haschildren=&populated=false&title=45-20-3.+Duties+and+functions+of+State+Personnel+Board+generally%3B+compensation%3B+quorum.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JK-00008-00&ecomp=6gf59kk&prid=3df835d4-3622-4a3e-9e74-9a237e96c9f9
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=0430060f-d193-477f-89e8-602882df75f2&nodeid=ABTAAWAACAAG&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAG&level=4&haschildren=&populated=false&title=45-20-4.+Duties+and+responsibilities+of+commissioner+in+administration+of+this+chapter.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4JN-00008-00&ecomp=6gf5kkk&prid=79e77edb-055c-486f-9b9c-20d0cb8fa281
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdfhttps://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdf
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdfhttps://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2026-07/SPB+rules+-+revisions+2015-July+2026+(with+header+and+links).pdf
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• Medical and Physical Examination Program (MAPEP) 

• background and reference checks 

• federal employment eligibility verification 

• tracking recruitment efforts 
 

RS1. Does your agency provide preference to qualified veterans in the 
recruitment and selection process? 

 

Practical Guidance: 

The State affords additional points on the entrance exams of qualified veterans and the 
spouses of certain disabled or deceased veterans seeking to enter state employment. If  
entrance exams are not used as part of the selection process, agencies must give due 
consideration to veterans and must select a qualified veteran in preference to an equally 
qualified non-veteran. Such preference is available only for initial state employment and 
does not apply in cases of promotion, demotion, or transfer to another job.  
 
References: 
   
Ga. Const. Art. IV, § III, Para. II  O.C.G.A. §§ 45-2-20, 45-2-21, and 45-2-22  State 
Personnel Board Rule 18, Veterans’ Preference 
 

RS2. Indicate which of the following methods your agency has used in 
recruitment. If your agency has used additional methods, please explain in 
the comment section. 

 

Practical Guidance: 
 
Using a variety of recruiting sources helps to ensure a broad applicant pool and 
increases the likelihood of finding qualified candidates. 
 
References:  
 
National Association of Colleges and Employers, The Top Strategies Employers Use to 
Ensure a Robust Candidate Pool  Society for Human Resource Management, 
Optimize Your Hiring Strategy with Business-Driven Recruiting 
 

RS3. Does your agency conduct skills-based/experience-based hiring, degree-
based hiring, or both? 

 

Practical Guidance: 
 
The Reducing Barriers to State Employment Act of 2023 directs the Department of 
Administrative Services (DOAS) to regularly assess the educational, experiential, and  

https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=e7609a3d-7f1b-4df7-827d-7bd1995fa760&nodeid=AABAAGAADAAC&nodepath=%2FROOT%2FAAB%2FAABAAG%2FAABAAGAAD%2FAABAAGAADAAC&level=4&haschildren=&populated=false&title=Paragraph+II.+Veterans+preference.&config=00JAAxOTcxMWQ4YS0xZDQ0LTRkMmEtYTJkNy0zZWZhM2U1OWEzYmIKAFBvZENhdGFsb2fNRwqjhuv8kHrWV1skSbC8&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-HF31-DYB7-W0N7-00008-00&ecomp=6gf59kk&prid=e1208a58-278a-45c9-973b-fe24fef60817
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=7332aedf-27be-400b-a72c-6ff1e28ebfa8&nodeid=ABTAADAACAAC&nodepath=%2FROOT%2FABT%2FABTAAD%2FABTAADAAC%2FABTAADAACAAC&level=4&haschildren=&populated=false&title=45-2-20.+%E2%80%9CArmed+conflict%E2%80%9D+defined.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W3N3-00008-00&ecomp=6gf59kk&prid=257f5f95-c299-4494-8090-af07f44cb04b
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=53deba73-7a7e-498b-af4a-48a0f726e7b3&nodeid=ABTAADAACAAD&nodepath=%2FROOT%2FABT%2FABTAAD%2FABTAADAAC%2FABTAADAACAAD&level=4&haschildren=&populated=false&title=45-2-21.+Veteran+entitled+to+additional+five+points+on+civil+service+examination+score.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W3N4-00008-00&ecomp=6gf59kk&prid=de1ca217-72a5-4380-8f56-b12d77acbc27
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=0d435695-b6ce-4e08-8870-b8282601c763&nodeid=ABTAADAACAAE&nodepath=%2FROOT%2FABT%2FABTAAD%2FABTAADAAC%2FABTAADAACAAE&level=4&haschildren=&populated=false&title=45-2-22.+Disabled+veteran+entitled+to+additional+ten+points+on+civil+service+examination+score.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W3N5-00008-00&ecomp=6gf59kk&prid=de1ca217-72a5-4380-8f56-b12d77acbc27
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.18%20Veterans%20Preference%20%2011.28.17.pdf
https://www.naceweb.org/talent-acquisition/best-practices/the-top-strategies-employers-use-to-ensure-a-robust-candidate-pool
https://www.naceweb.org/talent-acquisition/best-practices/the-top-strategies-employers-use-to-ensure-a-robust-candidate-pool
https://www.shrm.org/topics-tools/tools/toolkits/optimize-hiring-strategy-with-business-driven-recruiting
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training requirements necessary for state jobs and identify those for which such 
requirements could be reduced. The goal of the legislation is to reduce the number of 
jobs for which a four-year college degree is required as a condition of employment. 
 
In FY2024, the DOAS Human Resources Administration reviewed 1,439 jobs, which 
included varying levels of qualification based on degree requirements combined with 
experience. Based upon the review, 791 degree requirements were removed, and/or 
experience requirements were reduced so that related work experience could substitute 
for formal education requirements. 
 
Skills-based hiring focuses on individuals’ abilities and competencies rather than their 
education and direct experience. In situations where a degree and/or certification are 
not strictly required, skills-based hiring broadens the applicant pool. 
 
References: 
 
O.C.G.A. § 45-20-22  Department of Administrative Services, State of Georgia Fiscal 
Year 2024 Workforce Report  National Governors Association, Empowering Progress: 
Harnessing Skills-Based Strategies to Drive Public Sector Excellence  Theresa 
Agovino, “Skills-Based Hiring Is Gaining Ground” 
 
RS4. What designated person(s) in your agency are responsible for ensuring that 

job interview questions and other screening materials comply with 
employment law? 

 

Practical Guidance: 
 
State and federal employment laws restrict information that may be requested during 
the job interview process. Therefore, it is important for human resources professionals 
who are familiar with these employment laws to review job interview questions. Ideally, 
job interview questions should be developed jointly by a human resources 
representative and the hiring manager to ensure legal compliance issues are 
considered and desired job qualifications are addressed. Interview questions should 
relate directly to the job and the applicant’s ability to perform the job’s essential 
functions.  
 
References:  
 
U.S. Equal Employment Opportunity Commission, Prohibited Employment 
Policies/Practices  State Personnel Board Rule 3, Antidiscrimination  State Personnel 
Board Rule 6, Recruiting, Screening, and Hiring  Society for Human Resource 
Management, Interview and Employment Application Questions: Best Practices for 
Compliance 
 

https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=ce585053-5fc3-4530-bf68-b7a86b777240&nodeid=ABTAAWAACAAW&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAC%2FABTAAWAACAAW&level=4&haschildren=&populated=false&title=45-20-22.+Role+of+Department+of+Administrative+Services+in+reducing+barriers+to+state+employment.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A684T-W703-GXF6-83TT-00008-00&ecomp=6gf59kk&prid=929ce1c1-2079-4d2c-859d-5a6e2e0a4006
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2024-12/FY24+DOAS+Workforce+Report+Dec.+2024.pdf
https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/2024-12/FY24+DOAS+Workforce+Report+Dec.+2024.pdf
https://www.nga.org/publications/empowering-progress-harnessing-skills-based-strategies-to-drive-public-sector-excellence/
https://www.nga.org/publications/empowering-progress-harnessing-skills-based-strategies-to-drive-public-sector-excellence/
https://www.shrm.org/topics-tools/news/all-things-work/skills-based-hiring-new-workplace-trend
https://www.eeoc.gov/prohibited-employment-policiespractices
https://www.eeoc.gov/prohibited-employment-policiespractices
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/Rule%203%20-%20Antidiscrimination%207-24-19.pdf
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.06%20Recruiting%20Screening%20and%20Hiring%20-%20for%20adoption.pdf
https://www.shrm.org/topics-tools/tools/checklist/interview-employment-application-questions-best-practices
https://www.shrm.org/topics-tools/tools/checklist/interview-employment-application-questions-best-practices
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RS5. After reviewing a completed MAPEP General Information form, does your 
agency follow up with the prospective employee? 

 

Practical Guidance: 
 
The Medical and Physical Examination Program (MAPEP) is a pre-employment fitness-
for-duty certification program required by state law. The purpose of the program is to 
ensure that the prospective employee will be physically capable of carrying out his or 
her job duties; to protect the prospective employee from possible harmful effects 
associated with his or her employment, which may arise because of a preexisting 
physical issue; and to protect the state from potential liability under workers' 
compensation laws for conditions arising after employment, but caused in whole or part 
by preexisting physical conditions.  
 
The MAPEP paperwork and review process must be completed after an offer of 
employment but before the effective date of employment. If a condition exists which 
would impair the fulfillment of job duties, the employing agency is required to provide 
reasonable accommodation to the extent required by the Americans with Disabilities Act 
(ADA). However, an employer is not required to eliminate an essential function of the 
position. This is because a person with a disability who is unable to perform the 
essential job functions, with or without reasonable accommodation, is not a "qualified" 
individual with a disability within the meaning of the ADA. 
 
Compliance with the Pregnant Workers Fairness Act (PWFA) is also a consideration. 
Under the PWFA, a job applicant with known limitations related to, affected by, or 
arising out of pregnancy, childbirth, or related medical conditions can still be considered 
qualified, even if unable to perform an essential job function, as long as the inability is 
“temporary,” the employee could perform the function “in the near future,” and the 
inability to perform the essential function can be reasonably accommodated. 
 
References: 
 
U.S. Equal Employment Opportunity Commission, Enforcement Guidance on 
Reasonable Accommodation and Undue Hardship under the ADA  U.S. Equal 
Employment Opportunity Commission, What You Should Know About the Pregnant 
Workers Fairness Act  O.C.G.A. § 45-2-40 et seq.  State Personnel Board Rule 6, 
Recruiting, Screening, and Hiring  Department of Administrative Services, Manual for 
the Medical and Physical Examination Program  
 
RS6. Does your agency require a signed release from an applicant, on a stand-alone 

form separate from the job application, before conducting a criminal history 
record check? 

 

 

 

https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada
https://www.eeoc.gov/wysk/what-you-should-know-about-pregnant-workers-fairness-act
https://www.eeoc.gov/wysk/what-you-should-know-about-pregnant-workers-fairness-act
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=67dbe3e7-b0b4-46c6-8d5b-3e5329aa6ab3&nodeid=ABTAADAAEAAC&nodepath=%2FROOT%2FABT%2FABTAAD%2FABTAADAAE%2FABTAADAAEAAC&level=4&haschildren=&populated=false&title=45-2-40.+Employees+to+furnish+certificate+of+physical+fitness+for+employment.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W3N7-00008-00&ecomp=vgf5kkk&prid=d9efe19d-bad6-4044-8f7f-969bc12176d3
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.06%20Recruiting%20Screening%20and%20Hiring%20-%20for%20adoption.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/MAPEP%20Resources/MAPEP%20Manual%20-%20May%201%2C%202017%20Revision.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/MAPEP%20Resources/MAPEP%20Manual%20-%20May%201%2C%202017%20Revision.pdf
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Practical Guidance: 
 
Before accessing criminal history or seeking a background report from a third party 
(including the Georgia Crime Information Center), agencies must obtain written consent  
from the applicant and provide notice that the background information might be used for 
employment decisions. The Fair Credit Reporting Act requires the release to be a stand-
alone document, separate from the job application. 
 
References:   
 
Fair Credit Reporting Act, 15 U.S.C. § 1681 et seq.  State Personnel Board Rule 6, 
Recruiting, Screening, and Hiring 
 
RS7. What employment action does your agency take when a background check 

reveals unfavorable information about a job applicant?  

 

Practical Guidance: 

 
Upon receiving criminal history or other background information that would prevent 
employment, an agency must give the applicant notice that information from the 
background report may prevent employment, a copy of the background report, and  
a copy of “A Summary of Your Rights Under the Fair Credit Reporting Act.” Before 
making an employment decision, the agency must provide the applicant an opportunity 
to discuss the content, accuracy, and relevance of the report. 
 
References:   
 
Fair Credit Reporting Act, 15 U.S.C. § 1681 et seq.   State Personnel Board Rule 6, 
Recruiting, Screening, and Hiring 
 
RS8. What is your agency’s process after a new employee submits I-9 documents?  
 

Practical Guidance: 

 
Federal regulations for Form I-9 require employers, within three business days after the 
first day of employment, to physically examine the documentation presented  
by new employees from the Lists of Acceptable Documents, or an acceptable receipt, to 
ensure that the documentation presented reasonably appears to be genuine and to 
relate to the individual who presents it. However, the U.S. Department of Homeland 
Security (DHS) has authorized alternative procedures for I-9 document inspection that 
may be used if certain requirements are met. To use the new procedures, an employer 
must be an E-Verify user. (In Georgia, public employers are required by state law to use 
the E-Verify system.) In addition, employers must: 
 
 

https://www.law.cornell.edu/uscode/text/15/chapter-41/subchapter-III
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.06%20Recruiting%20Screening%20and%20Hiring%20-%20for%20adoption.pdf
https://www.law.cornell.edu/uscode/text/15/chapter-41/subchapter-III
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.06%20Recruiting%20Screening%20and%20Hiring%20-%20for%20adoption.pdf
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• remotely examine the employee's I-9 documents via live video, 
• appropriately document use of the alternative procedure on the I-9 form (see 

the USCIS website for details), 
• retain copies of all I-9 documents examined remotely, and 
• create a case in E-Verify. 

 
A qualified employer may choose to offer the alternative procedure for remote hires only 
but continue to apply physical examination procedures to all employees who work 
onsite or in a hybrid capacity, so long as the employer does not adopt such a practice 
for a discriminatory purpose or treat employees differently based on their citizenship, 
immigration status, or national origin. Use of the alternative procedure does not change 
the requirement that a worker’s identity and employment eligibility must be verified 
within three days of the first day of employment, or that either the employer or its 
authorized representative performs the document inspection. 
 
References:   
 
8 C.F.R. § 274a.2  U.S. Citizenship and Immigration Services, New Form I‑9; Notice 
Published Allowing E‑Verify Employers to Remotely Examine Form I‑9 Documents  
U.S. Department of Homeland Security, Optional Alternative 1 to the Physical 
Document Examination Associated With Employment Eligibility Verification (Form I-9)  
O.C.G.A. § 13-10-91 
 
RS9. Which of the following items does your agency review for accuracy and/or 

proper completion in completed I-9 forms? Check all that apply.  
 
Practical Guidance: 
 
On March 16, 2026, U.S. Immigration & Customs Enforcement (ICE) issued new 
guidance concerning substantive and technical violations of Form I-9. 
 
If technical or procedural failures are identified during inspection of I-9 forms, the 
employer is given at least 10 business days to make corrections. Monetary fines may be 
imposed for all substantive violations and uncorrected technical or procedural failures. 
The recently revised ICE fact sheet reclassifies several common errors as substantive, 
including: 
 

• Missing date of birth, 
• Missing date of hire, 
• Incorrect use of Spanish-language I-9 outside of Puerto Rico, 
• Preparer and/or translator errors (missing preparer and/or translator’s complete 

name, address, signature, and date) in Supplement A, 
• Missing title of the employer or authorized representative, 
• Failure to date sections 1 or 2, 

 

https://www.uscis.gov/i-9-central/form-i-9-related-news/new-form-i-9-notice-published-allowing-e-verify-employers-to-remotely-examine-form-i-9-documents
https://www.law.cornell.edu/cfr/text/8/274a.2
https://www.uscis.gov/i-9-central/form-i-9-related-news/new-form-i-9-notice-published-allowing-e-verify-employers-to-remotely-examine-form-i-9-documents
https://www.uscis.gov/i-9-central/form-i-9-related-news/new-form-i-9-notice-published-allowing-e-verify-employers-to-remotely-examine-form-i-9-documents
https://www.federalregister.gov/documents/2023/07/25/2023-15533/optional-alternative-1-to-the-physical-document-examination-associated-with-employment-eligibility
https://www.federalregister.gov/documents/2023/07/25/2023-15533/optional-alternative-1-to-the-physical-document-examination-associated-with-employment-eligibility
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=0b225756-256a-4fb1-ad46-50ee575582e6&nodeid=AANAALAAEAAD&nodepath=%2FROOT%2FAAN%2FAANAAL%2FAANAALAAE%2FAANAALAAEAAD&level=4&haschildren=&populated=false&title=13-10-91.+Verification+of+new+employee+eligibility%3B+applicability%3B+rules+and+regulations.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-FT31-DYB7-W4HV-00008-00&ecomp=6gf5kkk&prid=1f3d7fb3-5ae3-4459-82a8-4f8cef2c2d12
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• Failure to enter rehire date in Supplement B, and 
• When utilizing remote verification procedure, failure to check the alternative 

procedure box in Section 2 or Supplement B to indicate that remote inspection 
was used. 

 
ICE has increased I-9 audit activity in recent years, and the reclassification of many 
previously correctable errors as substantive violations significantly reduces employers’ 
ability to avoid fines for routine administrative mistakes. 
 
Reference: 
 
U.S. Immigration & Customs Enforcement, Form I-9 Inspection Under Immigration and 
Nationality Act § 274A 
 
RS10. What time frame does your agency allow for E-Verify submission for new 

hires? 
 
Practical Guidance: 
 
All public employers in Georgia are required to participate in E-Verify, the federal work 
authorization program. The earliest the employer may initiate an E-Verify query is after 
an individual accepts an offer of employment and after the employee and employer 
complete Form I-9. The employer must initiate the query no later than the end of three 
business days after the new hire's actual start date.  
 
References:   
 
U.S. Department of Homeland Security and U.S. Citizenship and Immigration Services, 
E-Verify User Manual  O.C.G.A. § 13-10-91  State Personnel Board Rule 6, 
Recruiting, Screening, and Hiring  
 
RS11. Does your agency track the effectiveness of its recruitment efforts using 

metrics such as time to fill, cost per hire, offer acceptance rate, best 
sources, or number of qualified candidates per job? 

 
Practical Guidance: 

 
Tracking key recruitment metrics helps agencies focus recruitment time and budget to 
obtain the highest return on investment in terms of both candidate volume and 
candidate quality. 

 
References:   
 
Lou Adler, “Boost Quality of Hire with Real-Time Feedback”  Roy Maurer, “Tips for High-
Volume Recruiters” 

https://www.ice.gov/factsheets/i9-inspection
https://www.ice.gov/factsheets/i9-inspection
https://www.e-verify.gov/book/export/html/2113
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=0b225756-256a-4fb1-ad46-50ee575582e6&nodeid=AANAALAAEAAD&nodepath=%2FROOT%2FAAN%2FAANAAL%2FAANAALAAE%2FAANAALAAEAAD&level=4&haschildren=&populated=false&title=13-10-91.+Verification+of+new+employee+eligibility%3B+applicability%3B+rules+and+regulations.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-FT31-DYB7-W4HV-00008-00&ecomp=6gf5kkk&prid=1f3d7fb3-5ae3-4459-82a8-4f8cef2c2d12
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Personnel%20Board%20Rules/478-1-.06%20Recruiting%20Screening%20and%20Hiring%20-%20for%20adoption.pdf
https://www.shrm.org/hr-today/news/hr-magazine/0316/pages/boost-quality-of-hire-with-real-time-feedback.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/tips-high-volume-recruiters.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/tips-high-volume-recruiters.aspx
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CLASSIFICATION AND COMPENSATION 

 
The Classification and Compensation module will allow you to assess your agency's 
application of uniform and equitable standards regarding position classification and 
compliance with federal and state laws, rules, and regulations. Additionally, this module 
will assist you in measuring your agency's administration of the State's compensation 
plan to ensure a clearly defined, comprehensive, legally defensible program. In addition,  
misclassification and non-competitive compensation can negatively affect the agency’s 
ability to recruit and retain the quality workforce needed to fulfill its mission. Your 
agency can achieve sound position management by creating, changing, assigning, and 
reassigning responsibilities and duties to positions in a timely and objective manner and 
making corresponding adjustments in compensation when appropriate. 
 
This module will examine the following areas:  

• compensation policies and procedures 
• holiday pay 
• drug testing classification 
• Fair Labor Standards Act (FLSA) compliance 
• break time for nursing mothers 
• independent contractors 

CC1. Does your agency have established policies and procedures for setting pay 
rates and maintaining accurate compensation records upon hire and job 
changes (e.g., transfers, promotions, demotions, and changes between part-
time and full-time status)? 

 

Practical Guidance: 

 
State Personnel Board Rules, salary plans, and the Addenda to the State Compensation 
Plan provide a framework for compensation of state employees. Because this framework 
allows for some flexibility, agencies should establish internal compensation policies to 
support consistent pay practices. The agency’s policies should include criteria that relate 
to hiring salaries and compensation for promotions, demotions, and lateral transfers. 
Policies may also define conditional pay administration, criteria-based adjustments, and 
incentive compensation. 
 
References:   
 

State Personnel Board Rule 11, Compensation Plan ♦ State Personnel Board Rule 12, 
Salary ♦ State Personnel Board Rule 13, Meritorious Award, Hiring Incentive, and 
Goal-Based Incentive Programs ♦ Department of Administrative Services, Addenda to 
the Compensation Plan 
 

https://docs.google.com/viewerng/viewer?url=https://doas.ga.gov/sites/default/files/assets/Human+Resources+Administration/State+Personnel+Board+Rules/Rule+11+-+Compensation+Plan+4-24-20.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Compensation%20Rules%20and%20Policies/478-1-.12%20Salary.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Compensation%20Rules%20and%20Policies/478-1-.13%20Meritorious%20Award%2C%20Hiring%20Incentive%2C%20and%20Goal-based%20Incentive.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Compensation%20Rules%20and%20Policies/478-1-.13%20Meritorious%20Award%2C%20Hiring%20Incentive%2C%20and%20Goal-based%20Incentive.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Compensation%20Rules%20and%20Policies/Addenda%20to%20the%20Comp%20Plan%20Effective%2001.01.18.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Compensation%20Rules%20and%20Policies/Addenda%20to%20the%20Comp%20Plan%20Effective%2001.01.18.pdf
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CC2. Does your agency have and comply with a policy to pay salaries that are at 
least the minimum and no more than the maximum of a position’s pay 
grade? 

 
Practical Guidance: 
 

State Personnel Board Rule 12, Salary, directs that an employee’s salary should not be 
less than the minimum or more than the maximum for the applicable pay grade. 
 
Reference:  
 
State Personnel Board Rule 12, Salary 
 
CC3. Does your agency pay a new full-time employee for a state holiday when the 

employee is entering state service the scheduled workday following the 
holiday? 

 
Practical Guidance: 
 
To be paid for a holiday an employee must be in pay status the full scheduled work shift 
of the scheduled workday before or after the holiday. However, payment is not made if 
the employee is (1) entering or reentering state service the scheduled workday following 
the holiday; (2) separating from state service and the holiday occurs after the date of 
separation; or (3) separating from state service and the holiday would be the 
employee’s last day of employment, unless the holiday is at the end of the employee’s 
normal workweek. 
 
Reference: 
 
State Personnel Board Rule 16, Absence from Work 
 
CC4. Does your agency review position information periodically and/or when 

there are significant changes to duties to ensure the correct category for 
drug testing? 

 
Practical Guidance: 
 
To ensure safety in the workplace, the State of Georgia uses pre-employment and 
random drug testing programs for high-risk positions and federally regulated 
transportation positions. Agencies are responsible for determining which positions are 
subject to testing based on each position’s assigned duties. Positions that meet 
established criteria as either a high-risk position or a federally regulated transportation 
position are appropriately coded in the agency’s HCM system, and applicants for and 
incumbents of these positions are subject to pre-employment and random testing. 
 

https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Compensation%20Rules%20and%20Policies/478-1-.12%20Salary.pdf
https://doas.ga.gov/human-resources-administration/board-rules-policy-and-compliance/state-personnel-board-rules
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The State of Georgia is a government entity that must be cognizant of the Fourth 
Amendment to the U.S. Constitution, which prohibits unreasonable search and seizure. 
A drug test is considered a search and seizure, so when ordered by the State, it must 
be reasonable. 
 
To meet the legal burden for conducting a legal pre-employment or random drug test, 
an agency must show a compelling governmental interest in ensuring the applicant or 
employee is drug-free. Positions that regularly require high-risk work or involve 
transportation duties regulated by the U.S. Department of Transportation or Coast 
Guard meet this standard. 
 
It is best practice for agencies with high-risk or transportation functions to periodically 
review positions to ensure they are coded correctly for testing. If a position no longer 
regularly requires high-risk work, for example, the testing code should be changed 
because the State no longer has a compelling governmental interest in randomly testing 
that position’s incumbent. 
 
References:  
 
O.C.G.A. § 45-23-1, et seq.  O.C.G.A. § 45-20-91  O.C.G.A. § 45-20-111  State 
Personnel Board Rule 21, Drug and Alcohol–Free Workplace Program 
 
CC5. Which factors does your agency consider in determining whether a position 

meets the administrative or executive FLSA exemption? 
 
Practical Guidance: 
 
To qualify for exemption, employees generally must meet certain tests regarding their job 
duties and be paid on a salary basis at a rate set forth in federal regulation. Job titles 
alone do not determine exempt status. To support the administrative exemption, an 
employee’s primary duty must be the performance of office or non-manual work directly 
related to the management or general business operations of the employer or the 
employer’s customers, and the employee’s primary duty must also include the exercise 
of discretion and independent judgment with respect to matters of significance. To 
support the executive FLSA exemption, the employee’s primary duty must be managing 
the enterprise, or managing a customarily recognized department or subdivision of the 
enterprise; the employee must customarily and regularly direct the work of at least two 
full-time employees or their equivalent; and the employee must have the authority to hire 
or fire other employees, or the employee’s suggestions and recommendations as to the 
hiring, firing, advancement, promotion or any other change of status of other employees 
must be given particular weight.  
 
 
 
 

https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=a7295375-685a-4657-b84f-76a9f48a149b&nodeid=ABTAAZAAC&nodepath=%2FROOT%2FABT%2FABTAAZ%2FABTAAZAAC&level=3&haschildren=&populated=false&title=45-23-1.+Short+title.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4N0-00008-00&ecomp=7gf5kkk&prid=afcf7b24-de1c-45f2-8334-aed173ba9eb8
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=99d3b435-bdfa-4675-92fa-b914eb12c7fa&nodeid=ABTAAWAAGAAD&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAG%2FABTAAWAAGAAD&level=4&haschildren=&populated=false&title=45-20-91.+Determination+of+employees+subject+to+testing.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4KX-00008-00&ecomp=vgf5kkk&prid=d9efe19d-bad6-4044-8f7f-969bc12176d3
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=65bed61f-3de6-410d-98f9-20b4c5abd932&nodeid=ABTAAWAAHAAD&nodepath=%2FROOT%2FABT%2FABTAAW%2FABTAAWAAH%2FABTAAWAAHAAD&level=4&haschildren=&populated=false&title=45-20-111.+Analysis+of+positions+warranting+established+test%3B+testing+requirements%2C+cost%2C+and+procedure%3B+disqualification+from+employment+for+refusing+test+or+showing+positive+results.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W4M3-00008-00&ecomp=vgf5kkk&prid=d9efe19d-bad6-4044-8f7f-969bc12176d3
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/Substance%20Abuse%20Training%20Documents/Rule%2021%20Drug%20and%20Alcohol-Free%20Workplace%20Program%2012.4.18.pdf


 

 

 

Practical Guidance – FY2027 
 

 

HR Assessment Practical Guidance  28 | P a g e  

 

Human Resources Assessment 

References: 
 
29 C.F.R. Part 541 ♦ U.S. Department of Labor, Fact Sheet #17B: Exemption for 
Executive Employees Under the Fair Labor Standards Act (FLSA) ♦ U.S. Department of 
Labor, Fact Sheet #17C: Exemption for Administrative Employees Under the Fair Labor 
Standards Act (FLSA) ♦ U.S. Department of Labor, Fact Sheet #17G: Salary Basis 
Requirement and the Part 541 Exemptions Under the Fair Labor Standards Act (FLSA) 
♦ Appendix 1 to Office of Planning and Budget and Department of Administrative 
Services Policy 7 
 
CC6. How does your agency notify employees about the State’s use of FLSA 

compensatory time in lieu of overtime pay? 
 
Practical Guidance: 
 
State policy requires employees to sign an FLSA compensatory time acknowledgement 
as a condition of employment at the time of hire. 
 
FLSA nonexempt state employees may receive compensatory time off in lieu of 
monetary overtime compensation for time worked over 40 hours in a workweek. (The 
FLSA permits extended work periods and different overtime thresholds for law 
enforcement, fire protection, hospital, and nursing home employees.) As a condition for 
use of compensatory time in lieu of overtime payment, the FLSA requires that the 
employer and employee reach an agreement or understanding prior to the performance 
of work. 
 
In accordance with the statewide overtime policy, all individuals employed as of April 15, 
1986, will be considered to have agreed, or understood, that they may receive FLSA 
compensatory time rather than overtime payment as compensation for overtime worked. 
Each individual employed after that date must sign a document to this effect as a 
condition of employment at the time of hire. Such document will contain the statement 
provided in Appendix 2 of the statewide overtime policy. 

 
References:  
 
29 U.S.C. § 207(o)(1) and (2) ♦ 29 CFR § 553.23 ♦ Office of Planning and Budget and 
Department of Administrative Services Policy 7, Rules, Regulations and Procedures 
Governing Working Hours, the Payment of Overtime, and the Granting of 
Compensatory Time ♦ Appendix 2 to Office of Planning and Budget and Department of 
Administrative Services Policy 7 
 
CC7. Does your agency have a process for tracking all hours worked for 

nonexempt employees who telework? 
                                                                                                                                                                                                                                                                                                                                               
 

https://www.ecfr.gov/current/title-29/subtitle-B/chapter-V/subchapter-A/part-541
https://www.dol.gov/agencies/whd/fact-sheets/17b-overtime-executive
https://www.dol.gov/agencies/whd/fact-sheets/17b-overtime-executive
https://www.dol.gov/agencies/whd/fact-sheets/17c-overtime-administrative
https://www.dol.gov/agencies/whd/fact-sheets/17c-overtime-administrative
https://www.dol.gov/agencies/whd/fact-sheets/17g-overtime-salary
https://www.dol.gov/agencies/whd/fact-sheets/17g-overtime-salary
https://docs.google.com/viewerng/viewer?url=https://www.doas.ga.gov/sites/default/files/2025-02/Appendix+Test+Upload_0.pdf
https://www.law.cornell.edu/uscode/text/29/207
https://www.law.cornell.edu/cfr/text/29/553.23
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Overtime%20-%20Final%20Appendix%202.pdf
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Practical Guidance: 
 
FLSA nonexempt employees must report all time worked, regardless of whether the 
work is performed with supervisory approval and regardless of where the work is 
performed.   
 
Nonexempt employees who are "suffered or permitted" to work must be compensated 
for hours worked, even if the employer did not request the additional work. For example, 
a nonexempt employee who is allowed to voluntarily continue to work at the end of a  
shift to finish an assigned task or to correct errors must report the extra work time and 
must be compensated. 
 
References: 
 
29 C.F.R. § 785.11  U.S. Department of Labor, Fact Sheet #22: Hours Worked Under 
the Fair Labor Standards Act (FLSA) ♦ Department of Administrative Services and 
Governor's Office of Planning and Budget, Statewide Telework Policy ♦ Office of 
Planning and Budget and Department of Administrative Services Policy 7, Rules, 
Regulations and Procedures Governing Working Hours, the Payment of Overtime, and 
the Granting of Compensatory Time 
 
CC8. What action does your agency take when nonexempt employees work 

unauthorized overtime? 
 
Practical Guidance: 
 
Agency management should take corrective or disciplinary action against employees 
who work unauthorized overtime so that the practice is not repeated. However, the Fair 
Labor Standards Act (FLSA) requires employers to compensate covered nonexempt 
employees for all hours worked in a workweek. 
 
References:  
 
29 C.F.R. § 785.11  U.S. Department of Labor, Fact Sheet #22: Hours Worked Under 
the Fair Labor Standards Act (FLSA) 
 
CC9. Does your agency provide paid break time for nursing mothers to express 

breast milk? 
 
Practical Guidance: 
 

Under previous state statutory provisions and the federal Fair Labor Standards Act 
(FLSA), state employers have been required to provide breaks to employees for the 
purpose of expressing breast milk. The Providing Urgent Maternal Protections for 
Nursing Mothers Act (PUMP Act), which became effective December 29, 2022, 

https://www.law.cornell.edu/cfr/text/29/785.11
https://www.dol.gov/agencies/whd/fact-sheets/22-flsa-hours-worked
https://www.dol.gov/agencies/whd/fact-sheets/22-flsa-hours-worked
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Telework%20Policy/Statewide%20Telework%20Policy%20Revision_Final_09.2020.pdf
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://www.law.cornell.edu/cfr/text/29/785.11
https://www.dol.gov/agencies/whd/fact-sheets/22-flsa-hours-worked
https://www.dol.gov/agencies/whd/fact-sheets/22-flsa-hours-worked


 

 

 

Practical Guidance – FY2027 
 

 

HR Assessment Practical Guidance  30 | P a g e  

 

Human Resources Assessment 

amended the Fair Labor Standards Act (FLSA) to expand lactation break rights to 
exempt employees.  

 

Under state law effective August 2020, state agencies are required to provide paid 
break time of a reasonable duration to any employee who desires to express breast milk 
during work hours at the agency’s worksite. While the PUMP Act does not require 
lactation breaks to be paid, the state law requires that such break time must “paid at the 
employee’s regular rate of compensation.” However, state law does not require 
agencies to provide paid lactation break time to an employee on any day that the 
employee is working away from the agency's worksite. 

 

The state law reiterates agencies’ obligations to provide break time of a reasonable 
duration and a private location other than a restroom for expressing breast milk. It also 
requires the agency to provide such a location “in close proximity to the employee's 
work area.” The state law further provides that “no agency shall have liability under this 
Code section for making reasonable efforts to comply” with its requirements. 
 
References:  

29 U.S.C. § 218d ♦ O.C.G.A. § 45-1-7 ♦ Office of Planning and Budget and Department 
of Administrative Services Policy 7, Rules, Regulations and Procedures Governing 
Working Hours, the Payment of Overtime, and the Granting of Compensatory Time 
 

CC10. When hiring independent contractors, does your agency review the duties 
and expectations to determine whether workers are bona fide independent 
contractors? 

  

Practical Guidance: 

 
The U.S. Department of Labor (USDOL) and the Internal Revenue Service (IRS) require 
employers to properly classify their workers as employees or independent contractors 
because of the tax, pay, and benefits implications of each designation. Multiple factors 
are relevant to a worker’s classification, including the degree of control exercised by the 
potential employer and whether the work performed is a primary part of the employer’s 
business. Workers who are economically dependent on the business of the employer, 
regardless of skill level, are typically considered employees. On the other hand, 
independent contractors are workers with economic independence who are in business 
for themselves. 
 
Whether a worker is an employee or an independent contractor under the FLSA is 
determined by looking at the economic realities of the worker’s relationship with the 
employer. Several factors, explained below, are analyzed to determine whether an 
employment relationship exists under the FLSA. No single factor determines a worker’s 
status, and no one factor or combination of factors is more important than the others. 
   

https://www.law.cornell.edu/uscode/text/29/218d
https://advance.lexis.com/documentpage/?pdmfid=1000516&crid=08641d25-6c38-4309-8b30-80b5b5761595&nodeid=ABTAACAAI&nodepath=%2FROOT%2FABT%2FABTAAC%2FABTAACAAI&level=3&haschildren=&populated=false&title=45-1-7.+Paid+break+time+and+private+location+for+expression+of+breast+milk.&config=00JAA1MDBlYzczZi1lYjFlLTQxMTgtYWE3OS02YTgyOGM2NWJlMDYKAFBvZENhdGFsb2feed0oM9qoQOMCSJFX5qkd&pddocfullpath=%2Fshared%2Fdocument%2Fstatutes-legislation%2Furn%3AcontentItem%3A6348-G021-DYB7-W3MK-00008-00&ecomp=7gf5kkk&prid=3210f7d8-47f1-4cf3-8a51-0928442285b0
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
https://doas.ga.gov/sites/default/files/assets/Human%20Resources%20Administration/State%20Overtime%20Policy%20Documents/Policy%207%20-%20Final.pdf
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(1) Opportunity for profit or loss depending on managerial skill. This factor 
considers whether the worker has opportunities for profit or loss based on 
managerial skill (including initiative or business acumen or judgment) that affect 
the worker's economic success or failure in performing the work. The following 
facts, among others, can be relevant: whether the worker determines or can 
meaningfully negotiate the charge or pay for the work provided; whether the 
worker accepts or declines jobs or chooses the order and/or time in which the 
jobs are performed; whether the worker engages in marketing, advertising, or 
other efforts to expand their business or secure more work; and whether the 
worker makes decisions to hire others, purchase materials and equipment, 
and/or rent space. 
 

(2) Investments by the worker and the potential employer. Investments by a 
worker that support the growth of a business, including by increasing the number 
of clients, reducing costs, extending market reach, or increasing sales, weigh in 
favor of independent contractor status.  

 
(3) Degree of permanence of the work relationship. This factor weighs in favor of 

independent contractor status when the work relationship is definite in duration, 
non-exclusive, project-based, or sporadic based on the worker being in business 
for themself and marketing their services or labor to multiple entities.  
 

(4) Nature and degree of control. This factor considers the potential employer's 
control, including reserved control, over the performance of the work and the 
economic aspects of the working relationship. Relevant facts include whether the 
potential employer sets the worker's schedule, supervises the performance of the 
work, or explicitly limits the worker's ability to work for others. 
 

(5) Extent to which the work performed is an integral part of the potential 
employer's business. This factor weighs in favor of independent contractor 
status when the work performed is not critical, necessary, or central to the 
potential employer's principal business. 
  

(6) Skill and initiative. Where the worker brings specialized skills to the work 
relationship, this fact is not itself indicative of independent contractor status 
because both employees and independent contractors may be skilled workers. It 
is the worker's use of those specialized skills in connection with business-like 
initiative that indicates the worker is an independent contractor. 
 

(7) Additional factors. Additional factors may be relevant in determining whether 
the worker is an employee or independent contractor for purposes of the FLSA, if 
the factors in some way indicate whether the worker is in business for themself, 
as opposed to being economically dependent on the potential employer for work. 
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References:   
 
29 C.F.R. § 795.110 ♦ Internal Revenue Service, Independent contractor (self-
employed) or employee? ♦ U.S. Department of Labor, Employee or Independent 
Contractor Classification Under the Fair Labor Standards Act ♦ U.S. Department of 
Labor, Fact Sheet 13: Employee or Independent Contractor Classification Under the 
Fair Labor Standards Act (FLSA) 
 

https://www.ecfr.gov/current/title-29/subtitle-B/chapter-V/subchapter-B/part-795/section-795.110
https://www.irs.gov/businesses/small-businesses-self-employed/independent-contractor-self-employed-or-employee
https://www.irs.gov/businesses/small-businesses-self-employed/independent-contractor-self-employed-or-employee
https://www.federalregister.gov/documents/2024/01/10/2024-00067/employee-or-independent-contractor-classification-under-the-fair-labor-standards-act
https://www.federalregister.gov/documents/2024/01/10/2024-00067/employee-or-independent-contractor-classification-under-the-fair-labor-standards-act
https://www.dol.gov/agencies/whd/fact-sheets/13-flsa-employment-relationship
https://www.dol.gov/agencies/whd/fact-sheets/13-flsa-employment-relationship

