
RAPID RESPONSE TO RESTORED 
GOVERNMENT OPERATIONS
A Guide for State Chief Administrators 

In March 2020, states were catapulted into unprecedented times facing a global 
health pandemic that upended economic conditions and impacted many, if not 
all, functions under the purview of State Chief Administrators.  

As a leader of state government operations, now is the time to reflect on 
necessary changes required by quick pivot points and determine long-
term outcomes in a changed world.  NASCA’s Rapid Response Series offers 
considerations for immediate action as well as more long-term steps to 
sustainability.

www.nasca.org

RECOVER
Basic Functions 

Focus on core mission functions

Get computing devices & products that allow productivity anywhere

Attend to employee basic social, emotional, and health needs 

MAINTAIN 
Operations

Provide rapid training of employees learning new platforms

Expand focus to lower-level strategy & productivity  

Redeploy workforce  

RESTORE
Deeper Productivity

Design agency functions for higher-level productivity

Experiment and pilot such as new processes, space options

Map workforce skills & competencies 

ADVANCE
New Normal & 
Looking Ahead 

Design future processes, operating models, space options 

Implement strategic workforce planning

Implement new technologies 

Prepare for future dispersed staff and services

LEADERSHIP & 
STRATEGY

PROCUREMENT

FACILITIES 
MANAGEMENT

TECHNOLOGY

HUMAN CAPITAL

FINANCE & BUDGETING

GENERAL SERVICES
(fleet, supplies, surplus, print, mail, etc.) 

RISK MANAGEMENT 
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CHIEF ADMINISTRATORS ARE TACKLING THE CRISIS BY 
FOCUSING ON A VARIETY OF KEY FUNCTIONS:

CHIEF ADMINISTRATORS CAN FOCUS ON RAPID RESPONSE 
PROJECTS AND EMPLOYEE CARE BEFORE DEVELOPING A 
LONG-TERM STRATEGY:



INSIGHTS ON HUMAN CAPITAL  

States are already implementing many new and innovative initiatives to rapidly respond to the COVID-19 
impact on government operations. NASCA engaged chief administrators and corporate partners around critical 
considerations and pointed to guiding principles to be considered when restoring basic functions and 
maintaining operations.

For More Information:

STATES MAY CONSIDER:   
Prioritize critical services and functions that must be implemented onsite

First consider which state services are essential for citizens' basic human needs and those that 
bolster economic recovery rather than focusing on specific agencies or by employee job function. 
Identify which of those services and functions require an onsite presence and focus here first .

Shift semantics from describing employees as “essential workers” or those who 
“work from home” to staff who “work from anywhere”

Many government services can be implemented remotely. The goal is for each employee to continue 
their employment so consider eliminating the term "essential" as this was previously used for natural 
disasters and refer to categories to meet basic human survival and wellbeing. Consider amending the 
definition to focus on “work from anywhere” to emphasize true autonomy, flexibility, and trust.

Sequence and stagger return to a physical office based on criticality of function, 
risk, essential nature of the job and ability to telework

As able, implement telework for as long as possible and as critical elements can be completed. Phase 
approach to which employees return to physical office space based on criticality of function, option to 
telework, and ability to socially distance. In addition to urgency, ability, and risk, consider employee 
desires, skills, and competencies. Use semantic of “return to the office” instead of “return to work.”

Deploy employees that cannot complete job functions while building capacity

Consider deploying staff to needed agencies and tasks while balancing union considerations, positive 
labor relationships, and need for hazard pay. When the talent pool is not available, consider 
engaging contractors, National Guard members, technology solution staff, newly retired employees or 
recent graduates to build additional capacity and fill gaps in high-need roles.

Increase training and availability of learning platforms

For staff unable to telework or deploy to another agency, offer training, reskilling/upskilling and 
enhanced learning opportunities to build their competencies. Continue or elevate coaching, mentoring, 
leadership, internship, and apprenticeship programs as effective training initiatives.

Train Supervisors to measure productivity by outcomes and results

Focus professional development on middle level managers who supervise remote staff. Encourage 
Supervisors to engage in more high-touch communication or by practicing daily huddles with teams; 
set specific, measurable accomplishments for staff; use work visualization tools such as Kanban 
boards; and do not focus on time in front of a laptop. Managers should foster a sense of 
connectedness and encourage more efficient task completion through online collaboration tools.
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ALASKA | Remote Working IT Resources

CALFORNIA | State Telework Guide

CONNECTICUT | Work from Home Technology Resources

SOUTH CAROLINA | IT Guidance

http://doa.alaska.gov/dop/fileadmin/DirectorsOffice/COVID19messages/SOA_Remote_Working_IT_Solutions.pdf
https://telework.govops.ca.gov/
https://portal.ct.gov/Government/Work-from-Home-Technology-Resources
https://www.admin.sc.gov/COVID19/IT


INSIGHTS ON HUMAN CAPITAL  

States are already implementing many new and innovative initiatives to rapidly respond to the COVID-19 
impact on government operations. NASCA engaged chief administrators and corporate partners around critical 
considerations and pointed to guiding principles to be considered when restoring basic functions and 
maintaining operations.

STATES MAY CONSIDER:   
Show empathy, understanding and flexibility with performance evaluations

Meaningful and frequent performance assessments can quickly identify trouble spots and 
challenges for staff. However, emotional hardships and various family demands employees are 
confronting may impact overall and typical performance. Supervisors should perform formal and 
informal evaluations and employee check-ins with empathy, understanding and flexibility. 
Encourage five-minute check-in meetings to clarify expectations and obtain routine feedback.

Consider benefit and leave policies to ensure adaptability

Evaluate PTO, paid sick leave, and emergency family medical leave policies to ensure staff have 
adequate flexibility and ability to adapt to changing conditions. Consider adjusting for qualifying 
circumstances and know changes to federal policies may modify state policies and procedures.

Consider strategies to ensure employee wellness, including mental health

Employees are feeling higher-than-normal stress, depression and anxiety and experiencing 
significant change including concern about job stability, heightened health risks, potential financial
stress and how to juggle child and elder care. Provide resources, tips, trainings and communication 
around physical and mental health and offered benefits while promoting EAP programs. As 
possible, provide self-care resources, including financial loan assistance when available.

Consider home ergonomics and wellness

Provide resources to assist employees with setting up a home office, including work surface height, 
keyboard positioning, desk monitor placement, chair height, and use of common household objects 
that assist in ensuring an ergonomically appropriate job environment.

Focus on culture and employee engagement

Provide tips and guidance for employees and managers to balance work and home while being 
open and honest in communications. Encourage deliberate opportunities for employees to stay 
connected and emphasize the mission and culture of the organization by making sure teams have 
visibility on what their peers and colleagues are doing.

Maintain awards and recognition programs  

Continue and heighten recognition programs and tools such as appreciation weeks, new employee 
awards, recognizing tenure, and celebrating retirements. Own and celebrate additional challenges 
of remote work, new job functions or programs, and working through emergencies.
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For More Information:

COLORADO | Personnel Resources | Employee Assistance Programs | Training & Meeting Tool

PENNSYLVANIA | Employee Leave FAQ | Leave Benefits for State Employees Video

MICHIGAN | Education & Training on Telework

NASPE | COVID-19 Coronavirus Communication and Updates

NGA | Gubernatorial Strategies for Telehealth

https://www.colorado.gov/pacific/dhr/covid-19-personnel-information
https://www.colorado.gov/c-seap
https://www.nasca.org/assets/COVID-19/Training%20%26%20Meeting%20Tools%20%26%20Software%20List.xlsx
https://www.oa.pa.gov/covidleave/Pages/FAQ.aspx
https://youtu.be/5utS01-_h08
https://www.michigan.gov/dtmb/
https://www.naspe.net/covid19corona
https://www.nga.org/wp-content/uploads/2020/03/COVID-19-Telehealth-Memo-20200320450pm.pdf
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