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HUMAN RESOURCES ADMINISTRATION

The Steering Committee of the State Long-term Improved Management Project (project SLIM) is

pleased to present you with its final Special Studies reports.

The Steering Committee embarked upon several Special Studies, consisting of in-depth analyses of

functions which cross agencies. These studies cover Human Resources Administration, Training &

Development, Redeployment, Compensation and Benefits, and Information Resource Management (IRM).

The Steering Committee reviewed and recommended specific actions to be taken in each. Some

recommendations will require reinvestment of savings. The committee's recommendations, which appear

below, result directly from the reports themselves and from its conclusions based on additional discussion.

July 2, 1992

STATE OF ARIZONA

EXECUTIVE OFFICE

c t

~.•

1700 WEST WASHINGTON, THIRD fLOOR, PHOENIX, ARIZONA 85007. (602) 542·7546

The analysis of the human resources administration system of State government revealed several

areas of concern. These areas are broadly titled Management Philosophy, Measurement Systems,

Employment and Performance Appraisal. Central to all human resources discussions lies the philosophy that

all employees of the State of Arizona deserve to be treated fairly and with respect. Their concerns must be

responded to in a reasonable timely manner. Changes in management approach and personnel measurements

at both the Department of Administration (DOA) and agency personnel levels are necessary to make

Arizona's human resources administrati~n productive and effective.

Dear Governor Symington:

The Honorable Fife Symington
Governor of Arizona
Arizona Capitol Complex
1700 West Washington
Phoenix, Arizona 85007

FIFE SYMINGTON
Governor
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Management Philosophy

• Management must adopt a perspective that the employee is essential to the achievement of

goals and objectives. Too often the employee is considered an accounting item in the

budgetary process.

• Central to TQM are the team concept and the empowerment of the front line employee. All

human resources administration must recognize and encourage these new criteria.

• Human resources accountability must be shared by the DOA personnel office and the

agencies. Effective leadership and good management depend on clear lines of

communication in making personnel programs a high priority.

Measurement System

• Meaningful measurement systems of personnel issues and data must be created if the State

is to maintain a successful employee relations program. The State's personnel department

must design measurement instruments to determine and compare employee trends and

make those available to management in a timely manner.

Employment

• The average amount of time to hire an employee, over 60 days, greatly diminishes the State's

ability to compete for quality workers. This time lag can be reduced by a coordinated TOM

assessment and greater cooperation between DOA and the agencies.

• Job descriptions are too often inaccurate. All jobs must be reviewed and minimum

qualifications and training requirements revised, including TQM standards, on a regular

basis. Accountability must be assigned to ensure completion.

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

• Automated employment processes should be implemented immediately to expedite filling

vacancies from within and from outside state government. This recommendation may carry
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considerable cost initially but should prove cost and "people" effective in a short time.

• Short and long-term planning for human relations requirements must be developed and

implemented.

Performance Appraisal

• Management should be held accountable for applying fairly and consistently the State's

employee appraisal process. Agency directors must ensure all employees receive annual,

meaningful performance reviews.

• Re-evaluation of the Reduction in Force (RIF) Rules should be undertaken. Performance

and seniority must become more equal in determining retention of individual employees.

• Re-evaluation of the personnel system disciplinary procedures should be undertaken to

ensure that remedial action for non-performance can be expedited in an equitable manner.

• Where organized labor is a participant, advice and counsel should be sought in concert with

creating a fair appraisal system.

TRAINING AND DEVELOPMENT

Central to the productive operation of any entity is its training and development program. The State

of Arizona should lead the nation in its commitment to providing the taxpayer with the most highly trained,

competent workforce possible. The continuing education and training of employees should become required

steps to the development and advancement of employees throughout each agency statewide. The types of

training for state employees should reflect the future needs of Arizona and the employee. The delivery of

such training should involve the latest technologies and techniques.

C~ntra' Coordination

• A centralized training authority should be established in partnership with agency goals and
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objectives, to set statewide training policies, coordinate programs, and be accountable for the

quality of statewide training.

• The centralized training authority would be responsible for training, planning, and delivery

of TQM and job related programs common to more than one agency.

• The central training authority would develop and implement cost effective advancement

training for supervisor and managerial positions. Such training in management skills and

employee relations would be mandatory for state employees in pursuit of advancement.

Facilities and Technologies

• Determine the feasibility of establishing a centralized training facility and the utilization of

existing facilities in outlying areas as training centers to achieve cost savings.

• The State should utilize alternate training media, i.e., satellite classrooms, computer-guided

classes and teleconferencing to deliver training.

Education Partnerships

• The State should vigorously pursue partnerships for training in order to remain current and

to facilitate delivery. These partnerships may include private sector, academic institutions,

or represent interagency agreements.

• Shared training courses with the public and the business community on a tuition basis can

help the State recover some fixed training costs.

REDEPLOYMENT

A primary goal of Project SLIM is to maintain an atmosphere of dignity and respect in the midst of

the inevitability of downsizing. The Steering Committee sought to avoid "across the board" cuts occurring

in other states, and to develop a redeployment plan to allow employees affected by reductions to explore
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other employment options in State government. The following recommendations are now before the

legislature in draft legislation form. Given current vacancies and turnover rates, it is likely that many

employees placed in the redeployment pool can end the twelve-month process with a job offer in state

government.

• The redeployment plan calls for employees to be placed in a pool from which vacant

positions in other areas of State government will be filled. DOA will oversee, coordinate,

and manage the redeployment program.

• The redeployment process will be limited to 12 months from the time the employee has been

informed of the abolishment of his/her position. This year will give the employee time to

weigh options and to seek additional training if he/she does not currently meet minimum

qualifications for a vacant position.

• Employees who opt not to enter the redeployment pool may choose a Service Credit Buyout.

This buyout would provide the employee with one week of pay for every year of service to

a maximum of 12 weeks of pay.

• Relocation expenses (up to $1,000) will be paid to employees impacted by abolishment of

a position if a new position causes a move in excess of 75 miles from their work location.

COMPENSATION, ClASSIFICATION AND BENEFITS

Compensation and benefit represents the largest single cost of operating state government. Project

SLIM's duration was insufficient to adequately review all major concerns in depth. While State employee

pay in most job categories is non-competitive with other entities, the benefits program is above average as

a total package, and employment security is less of an issue in government service than in the private sector.

Job Classification System

I
I
I

• Overhaul the existing job classification system. Immediate action is required. Agency

directors can begin by analyzing and culling unneeded classifications, resulting in a DOA-
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revised and streamlined classification system. A full study must be conducted at a later date.

I
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Benefits

•

•

•

Restructure benefit programs so they are equitable to all state employees. A review of

current programs should be conducted by a joint executive branchlagencyllegislature task

force.

Salary and benefits represent a total compensation package to state employees. The quality

and value of employee benefits must be added to salary in explaining and comparing the

State's total compensation program.

Employees require meaningful info~ation, updated regularly, to understand and utilize the

best options for themselves and their families. An ongoing education program, particularly

on pre-natal care, is needed.
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INFORMATION RESOURCES MANAGEMENT

Information Resources Management is one of the State's most critical operations. It maintains and

processes the information on which government makes decisions. It must be centrally organized and operated

to eliminate major duplications of effort in cost, equipment and people.

JR Department

• Establish an Information Resource Department to implement goals, policies and procedures

reflecting the State's IRM plan. The department will manage and operate consolidated data

centers and telecommunications functions. In order to effectively manage costs and

capabilities, the IR Department will be responsible for reviewing and recommending all

agency technology budgets, strategic and operational IR plans and applications that span

agencies.
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Chief Information Officer

I
I

• Appoint a Chief Information Officer (CIO) at the earliest possible time. As the senior

information technology executive for the State, the CIO will oversee and implement

statewide IRM planning goals and strategy. The CIO will guide standardization of necessary

technologies to provide economies of scale while, at the same time, ensure quality service.
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IR Advisory Board

• Maintaining state-of-the-art knowledge and "best-of-breed" information can be achieved

through a high-level advisory board. Consisting of agency, private sector and legislative

members, the board will review and recommend statewide IR goals and strategic plans, and

evaluate agency performance in attaining them.

Data Center Consolidation and Telecommunications Consolidation

• Consolidation of some of the five major data centers and, perhaps, some other smaller

centers, should be expedited. Significant savings of at least $20 million should be achievable

by eliminating redundant computers, software, maintenance, facilities and personnel. A third

party study should begin now.

• Consolidation ofmultiple, redundant telecommunications networks should start immediately.

Savings of up to $4 million are achievable.

End User Requirements

• The needs of the end user (customer) must be the first priority for all technology providers.

Agreed-to service levels between the technology provider and the customer must be

established and adhered to. Quality of services delivered, not the technology employed,

mu~t be the standard of performance measu.rement_



The Honorable Fife Symington, Governor of Arizona
July 2, 1992
Page 8

Procurement/Life Cycle Systems
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• A balanced procurement process must be established. Applying a uniform analysis of total

cost of technology over its useful life for the original procurement should become practice.

Guidelines, required for the anticipated productivity gains, cost reductions and quality

improvements to be achieved need to be established.

I
I

We, the Steering Committee, believe in the Project SLIM process, and unanimously recommend your

acceptance of this report as the foundation for State Long-term Improved Management.

A~~ia.~
Donald Reck, Chairman
Project SLIM Steering Committee
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EXECUTIVE SUMMARY

HUMAN RESOURCES ADMINISTRATION

Nothing is more essential to the success of state government programs than the people who implement and run them. Effective human
resources administration is a key step toward making Arizona State Government a model of governmental exceUence. To do so, Arizona State
Government must ensure that its personnel programs are responsive to agencies, helping agencies accomplish what they are set up to
accomplish, and at the same time, providing a framework for an equitable and consistent approach to personnel administration. Directors of
State agencies must view human resources administration from a broader perspective than merely establishing personnel rules, policies and
procedures. Instead, they need to recognize that they play a significant, if not the most significant, role in shaping human resources
administration by the critical decisions they and their managers make in hiring, organizing, promoting, managing, evaluating, and disciplining
employees.

The Human Resources Administration Special Study for Project SLIM had the broad objective of determining how to improve the effectiveness
of personnel administration. In conducting the study, managers from a variety of state agencies and other organizations were consulted about
human resources administration in State government and in the private sector. It was evident during the study that both agency management
and the Department of Administration, which administers the personnel program for Arizona State Government, are both shaping personnel
administration and have roles that could and should be improved to enhance governmental effectiveness. These dual roles were especiaUy
evident m. the employment area where state agencies and the Department of Administration had separate and key roles in expediting the
employment process. Delays by either in fulfilling their role result in an overaU delay in filling vacancies, ultimately impacting the services
provided to the citizens of the State of Arizona.

Numerous recommendations are contained in this report. The stUdy revealed the need for:

• Providing a philosophy for how employees are to be managed including the concepts of empowerment of employees and
holding employees and supervisors accountable for their actions and performance.

• Adopting a more objective performance evaluation system to correspond with a total quality management philosophy.

• Involving agency directors and managers in more of the employment process and requiring reference checks on fmal
candidates.

Project SUM special Studt" • Human Resources Administration 1



•

•

•

•

•

•

A streamlined employment process for recruiting and hiring candidates which focuses on attracting the most highly qualified
and talented candidates.

Training managers and supervisors in performance evaluation and corrective action procedures.

Proactive workforce planning.

A career path program so that good employees remain in State Government and have the ability to grow and develop in their
chosen field, thereby reducing the cost of high turnover.

Providing less legalistic avenues for employee appeals of certain disciplinary actions.

Empowering employees by allowing them to provide input into their agency operations.

The Steering Committee fully recognizes that there will be some significant costs associated with many of the recommendations in the Human
Resources Administration Special Study. Notwithstanding these costs, the Steering Committee strongly recommends that a portion of Project
SLIM savings be reinvested in the State's human resources. The benefits of recruiting the most qualified employees in the most efficient
manner, keeping them informed of the Governor's management philosophy and allowing them to participate in the continuous improvement
process, training employees at all levels that performance will be measured and excellence will be rewarded with compensation and career
opportunities, will be realized in a stable, motivated workforce committed to the common goal of providing the best customer service for the
citizens of Arizona.

Preliminary estimates for the cost of automating the recruiting process, providing publications for training supervisors in corrective procedures,
seeking employee opinions, revising the performance appraisal process, identifying core competencies and designing career path programs
would indicate that the state would need to invest approximately $1.3 million dollars. However, due to the comprehensive nature of the
Human Resources Administration recommendations contained in this report, final cost analysis and timelines will be completed as part of the
implementation process. The Department of Administration should be required to take the active role in identifying the costs and timelines as
it is in the best position to identify aU of the internal resources that can be made available to begin immediate implementation wherever
possible.

During the course of this Special Study, a variety of reports and other materials were reviewed in arriving at the recommendations. The most
pertinent documents are included as exhibits in Appendix A of this publication.

NOTE: Implementation Requirements that will need legislation are identified in bold italic print.

Project SUM Special Studies • Human Resources Administration
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PROBU:.M A: NEED FOR A STRONG HUMAN RESOURCES CORE PHILOSOPHY

The State of Arizona needs a strong human resources core philosophy to guide managers in managing their employees. Managers need to
recognize achievements and motivate employees, and be held accountable for quick and effective corrective actions, including terminations.
The State is embarking on a revolution in the workplace which demands that all employees be qualified, willing and able to perform to a level
of excellence. Employees should not be allowed to perform below minimum standards without appropriate action being taken.

RECOMMENDED ACI10N

Disseminate Employee Relations
Philosop:l1Y

Develop and articulate an employee relations
philosophy. This philosophy should consider
the flexihility needed for managers and the
rights and fair treatment employees should
receive. It should include how employee
relations actions should be managed,
including the way in which corrective actions
are to bt pursued and administered. The
philosophy statement should instill
confidence among employees that they are
valued partners in the success of the
workings of the State. The philosophy
statement should clearly communicate that
management will be accountable for and
measured against their effective leadership of
their pe<,ple.

IMPLEMENTATION REQUIREMENTS

Develop a philosophy statement and
disseminate to all employees for their
understanding and commitment. Include
employee participation and recognize agency
differences.

BENEFITS

Employees will be better and more
consistently managed, in line with the
Governor's philosophy.

Empowered employees will be a constructive
voice in solving problems and championing
changes to improve the State's operating
procedures and service to the citjzens of
Arizona.

Project SUM Special SlucUe•• Human Resources Administration 3



PROBLEM B: MANAGERS NEED TRAINING IN CORRECTIVE PROCEDURES

Managers often have had little or no training in initiating corrective action relating to poor performance or misconduct and perceive an
inability within the system to take such action.

RECOMMENDED ACTION

Corrective Guidelines

Revise and issue new management guidelines
for when and how to take corrective action at
the onset of poor performance and
misconduct. Provide training to managers in
the corrective counseling and termination
process, including documentation
preparation. Hold managers accountable for
striving to improve performance where
necessary, and for proper and expeditious
corrective actions.

IMPLEMENTATION REQUIREMENTS

Adopt new guidelines and a training program
for managers.

Funding for development and implementation of
program.

Personnel to train the managers.

BENEnTS

Informed managers who fully understand the
importance of an efficient corrective action
program and how the process works.
Expeditious actions, when needed, for
employees who demonstrate inappropriate
behavior or poor performance.

A performance measurement tool for
managers that is tied to the TQM process.

Project SUM Special Studles • Human Resources Administration
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PROBLEM C: GRIEVANCES AND APPEALS

Rational'e for decisions of the Personnel Board often are not fully understood by managers and employees. Employees often feel they do not
receive a,n objective grievance review when the agency head is the final reviewing authority and when there is no outside review of the merits
of the gdevance. The Department of Administration's effectiveness with respect to final reviewing authority is negated as it does not have the
statutory authority to enforce its decisions. Finally, current guidelines for taking corrective action do not exist, resulting in inconsistencies
among agencies in addressing similar employee problems.

RECOMMENDED ACI10N

Provide the Director of the Department of
Adminisltration with the responsibility,
authority and accountability for:

a) increased proactive communications with
the Personnel Board to discuss and
resolve issues facing both management
and l~mployees;

b) revising the current disciplinary system
and i!ppeals process to provide alternate
actions before legal proceedings are
necessary;

c) reviewing grievances relating to
susplmsions of less than 40 hours without
pay, when requested by the agency or the
employee;

d) reviewing grievances in small agencies
where the agency head participated in the
decision being grieved; and

e) enforcing its decision on grievances.

IMPLEMENTATION REQUIREMENTS

• Legislation

• Rule Change

• Personnel Board Involvement

BENEFITS

More consistent treatment of employees
through the grievance and appeal process.

Better understanding by employees of the
expected standards of conduct and
performance levels, and consequences of
failing to meet these standards.

Quick progress through disciplinary
procedures for problem employees resulting
in cost savings of labor dollars paid for
substandard performance, increased
productivity and improved morale, cost
savings related to shortened time frame for
grievance and appeal processes; operating
efficiencies and improved relations with the
Personnel Board.

Projeet SUM Speelal Stad10 • Human Resources Administration 5



PROBLEM D: EMPLOYEE PARTICIPATION THROUGH OPINION SURVEYS

There is no statewide mechanism whereby the State regularly solicits valuable information from employees, thus the State is missing ideas for
improvement, opportunities to resolve problems while they are small, and improve employee relations in general through improved
communications.

RECOMMENDED ACTION

Employee Opinion Surveys

Conduct periodic surveys of State employees
to capture employee ideas, suggestions and
opinions, and assess the level of satisfaction
with working conditions, pay, leadership and
so forth to foster continuous improvement
and employee participation. Provide
feedback to the employees about suggestions
that have been made and the State's
proposed action in response to these
suggestions.

IMPLEMENTATION REQUIREMENTS

Funding for development of a questionnain,
mailing, colhUing and assessing nsponses and
coordinating a feedback mechanism.

Share management action plans with
employees, based on opinion surveys.

BENEms

Gained insight into what the employees
believe is going right and what is going
wrong in State government operations.

Ideas for improvement obtained from people
doing the job.

Employee participation encourages
ownership and support of overall State
programs.

- Projee~ s~ s..... HumaD Resoul"CN AdmlDlstradoD.. - ----- - - - -
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PROBLEM E: NEED FOR AUTOMATION, 11JRNOVER ANALYSIS, AND UPGRADED SELECTION CRITERIA

The State's ability to hire the best qualified individuals is seriously inhibited by limited recruitment resources and salaries that have not kept
pace with the public and private sectors in Arizona. There are inefficiencies in the cumbersome, laborious manual processing of approximately
120,000 applications for employment each year. Many highly qualified and talented candidates are off the market long before the agency
makes a decision; thus, the State may not be capturing enough top talent in critical areas. Areas of high turnover are not sufficiently analyzed,
and proactive workforce planning is not conducted.

RECOMMENDED ACTION

Automation

Initiate a study to fmd ways to streamline
and speed up the internal personnel process
in each agency, and between the agency and
the Department of Administration, so that
requests to fill vacancies are submitted to the
Department of Administration immediately
upon knowledge of a vacancy. When
appropriate, redUce the number of approvals
required in each agency to request a hiring
list. Ac.celerate work on the project to
automate the storage and retrieval of
employment application forms. Expand the
study to include other labor intensive
(manual) areas of personnel processing
where automation is a logical improvement.

Turnover Analysis

Conduct periodic in.depth analyses of
turnovc:r causes and statistics giving priority
review to critical jobs with high turnover.
Submit regular reports to the Governor and
each ac:ency head, which would include
recommendations for actions to be taken to
mitigali~ the problem areas.

IMPLEMENTATION REQUIREMENTS

Assure that the monies previously
appropriated for electronic equipment and
software are used for this purpose.

Train agency personnel in electronic retrieval
of information.

Revise agency procedures for processing
personnel paperwork, including reducing the
number of supervisory approvals within an
agency to process an action.

HRMS system data updated regularly.
Analysis of statistical data and
presentation/formatting of reports by
Department of Administration.

Additional Staff.

BENEms

Ability to more quickly and accurately
identify the best qualified candidates among
those who apply. This allows for more
timely appointments after submitting
applications to the agencies for
consideration.

Reduced personnel time in logging,
acknowledging, and routing of employment
applications.

Shortened vacancy time resulting in
improved services to the citizens.

Know where actions can be taken to reduce
turnover, resulting in a more stable
workforce .and reduced costs in areas where
very high turnover is extremely disruptive to
the service citizens receive.

ProJtet SUM Spedal St1ldlel • Human Resources Administration 7



PROBLEM E: (continued)

RECOMMENDED ACTION IMPLEMENTATION REQUIREMENTS BENEFITS

Improved Recruiting Process

Involve Agency management in more of the • Solicit agency support of increased Better qualified candidates will be found and
employment process in such fields as participation in the candidate screening the improved process will be better
technology and professional positions. process. understood and accepted by agencies.
Include the development and administration
of evaluating and employment application • DOA prepare revised recruiting process
rating plans and materials. and procedure incorporating agency

management participation throughout.
Place more emphasis on personal interviews
in determining the top candidates for referral • Evaluate and revise, as necessary, the
to the agencies. screening process in DOA soliciting agency

input in a better definition of criteria for
candidate consideration.

• Additional Staff.

- Projeet SUM Speclal SWIes • Human Resource. Administration-------_ .. - - - - • 8- -- -
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PROBU:M F: lACK OF PROACfIVE WORKFORCE PlANNING

The employment proress is reactive with little or no advanced workforce requirements planning by agency management to ftll vacancies.

RECOMMENDED AcnON IMPLEMENTATION REQUIREMENT BENEFITS

Develop shortened proactive workforce Identify staff and internal resources to A more accurate prediction of human
planning process. develop the process. resource needs will enable the DOA to

preplan recruiting rather than react to it,
Utilize job fairs. reducing vacancy time and capturing lost

productivity.

ProJed SUM Spedal StaeUes • Human Resources Administration 9



PROBLEM G: CRITICAL AND HARD-TO-FILL POSmONS

There are many positions that are critical and/or hard-to-fill. DOA resources are limited for recruitment. Often only classified advertising is
used as a means to attract candidates.

RECOMMENDED ACTION

Multi-Agency Task Forces

Critical and/or hard-to-fill jobs such as
agency heads, registered nurses or
environmental specialists require a more
intensive strategic recruiting process.

Form job-specific, multi-agency task forces,
as needed to assist the Personnel Division to
develop ways to recruit candidates for these
jobs.

Recruiting - Outsourcing

Certain vital positions will remain vacant
even with the assistance of multi-agency task
forces. Assess the feasibility of using
placement agencies or search fums for select
recruitment needs.

Recruiting Expenses

The State's ability to attract highly qualified
individuals for hard-to-fill and executive
positions requires additional recruiting
expenses such as travel and meals - above
and beyond normal recruiting costs.
Payment for such expenses is routine in the
private sector and also in many public sector
organizations.

IMPLEMENTATION REQUIREMENT

Define and document the process, define the
involvement, and solicit participation from
agencies.

Cost and benefit analysis of the use of
outside services.

LegislaJive aelion for appropriation and
autlrorization.

ReqlUsl additionol funds from 1M Iegisltztun
and authorization 10 pay for additionol
recruiting expenses.

BENEFITS

The thinking and participation of all agencies
employing people in particular hard-to-fill
jobs will enhance the recruitment of highly
qualified candidates for these crucial jobs.

This will maximize the use of the State's
internal resources who orten have national
contacts in their specific fields of expertise.

More qualified candidates can be targeted
and recruited through these means as
compared with the regular process.

The State will be able to select [rom larger
groups o[ candidates and attract more highly
qualified individuals in executive and hard
to-fill positions.

- rroJed SUMs~ ShIdJeI • Haman. Resoarces Administration--------- - - - - - - - 10- ... -
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PROBLEM H: REFERENCE CHECKS

Annual surveys of recruiters in professional employment agencies consistently report that more than one-third of all resumes and applications
contain false information. Most false information is related to credentials and qualifications. For the most part, agencies do not
comprehensively check references; therefore, the State may be hiring individuals in many positions who do not possess the qualifications and
attributes to perform the job.

RECOMMENDED ACI10N

Referen·ce Checks

Require reference checks on all final
candidates and hold hiring managers in
agencies accountable for the results.

Revise format, process and script for
checking references.

Train agency personnel in effective reference
check techniques.

Reemphasize and enforce rules for providing
false information on an employment
application.

IMPLEMENTATION REQUIREMENT

Document reference guidelines, prepare
script, and train managers in performing
effective reference checks on prospective
employees.

BENEFITS

Candidates will be hired whose qualifications
have been validated as represented, and who
have performed successfully in the past.
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PROBLEM I: PERFORMANCE APPRAISAL

Currently, performance appraisals are not generally used effectively. It is important that supervisors evaluate employees on meeting specific
objectives. Managers have not been adequately trained to conduct effective performance appraisal discussions with staff, and are reluctant and
generally unprepared to address performance problems. When employees are unaware of management's expectations, or of problems with
their work, they are unable to make necessary improvements. lbe changes being made as a result of Project SLIM will demand critica~

meaningful employee performance appraisals from the onset of employment.

RECOMMENDED ACTION

Establish a performance appraisal system
that produces the most satisfactory results for
employers and employees.

Develop and maintain quantified
performance measures for each position tied
to goals or expectations preestablished and
agreed upon by the employee and
supervisor/manager.

Develop a comprehensive Performance
Management System including forms,
procedures, administrative guidelines and
training.

Hold managers accountable for the proper
use of the performance appraisal system by
including effective use of the system as a
factor in the manager's own performance
appraisal.

Recognize that improvement is a critical
factor in performance appraisal.

IMPLEMENTATION REQUIREMENTS

Conduct appropriate research, with effort led
by Department of Adrninstration.

Coordinate with the planned classification
study.

Funds to hinr consulting services to work with
Task Force in program and system
developments.

Funds to train all managers in perfonnance
evaluation.

BENEms

Improved productivity and performance at
all levels due to identification of
performance problems and communication
of expectations. Faster identification of
problem employees so corrective actions can
be taken.

Improved communication between managers
and staff and perpetuation of good
performance through praise and recognition.

- Project SUM Spedal SWlet • HumaD Resources AdmlDlstradoD--------- .. - - - - - - .. 12- -



- -- - - - - - - .. - - - - - - .. - -PROBLEM J: lACK OF ADVANCEMENT OPPORTUNmES CAUSES TURNOVER

High performing employees with advancement potential will leave State government if they perceive there is no opportunity for them to
progres:': and develop in their chosen fields. Current career path opportunities are not available in all fields and little opportunity or provision
exists t(1 cross over from one career field to another. Frequently, the employee who is obstructed from achieving a career change will leave
State employment. One result of this is the loss of a qualified, experienced employee who otherwise could have been retained.

RECOMMENDED ACI10N

Identify Core Competencies

As part of the proposed classification study,
identify jobs which require similar
competencies (applied knowledge, skills and
abilities), thereby identifying promotional and
transfer opportunities for all levels of jobs.
Capture these competencies in the electronic
Human Resources Management System.

Career Path Program Design

IMPLEMENTATION REQUIREMENTS

Additional dimension added to tM
Classification/Compensation Study RFP may
increase funding required for tM
Classification/Compensation Study project.

Determine that the current HRMS can
accommodate the database of competencies.

BENEms

Will help ensure qualified employees are
identified for placement, rather than hiring
new workers outside of State Government.

Research the best approach for a new State I Internal/External Task Force for research.
Career Path Program, considering the
commitment to total quality management,
greater reliance on the "knowledge worker,"
educational and retraining requirements, and
expectlltions of today's employees. Research
should include exploration of the dual career
path concepts successful in other
organi7ations. Program design should link to
a supportive performance appraisal process.

Career Opportunities

Will aid in retention of key individual
contnbutors and potential managers who
now perceive their careers as dead-end. Will
make full use of the performance potential
of current employees anywhere in State
government where they are best suited to
make a contribution.

Identify and match employee competencies
and joh competency requirements to further
career development of employees.

Additional section needs to be added to
Performance Evaluation form.

Staff to administer.

Provides an additional resource to aid in
redeployment of employees.

Provides an opportunity to make full use of
the talent and potential of Current employees
anywhere in State government they are best
suited to make a contnbution.
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- -- - -- - - - - - -- - - - -- -
EXEcunVE SUMMARY

TRAINING & DEVELOPMENT

For SOm(l time, most organizations have recognized the importance of investing in their employees by adequately training them to perform their
job duti<:s and developing their skills. The return on investment - a highly skilled, productive and motivated workforce which provides quality
products and services to the organization's customers, should not be underestimated.

In Arizona State Government, the importance of training and development has not gone unrecognized; however, there has not been a
statewide focus or proper statewide funding of this investment. Some of the large State agencies have strong training programs with committed
staff and very commendable training objectives. However, there are many other State agencies with no training staff and few, if any, resources
to provide training to their employees. In the past, it was envisioned that the Department of Administration would provide such a statewide
training focus and program; however, it has very limited resources, with substantially fewer training resources than many other State agencies
and cannot currently fulfill this responsibility.

The lack of a statewide perspective is a major concern. There has been no recent, comprehensive identification of statewide training needs
accompanied by a prioritization by the executive branch of these needs in the Governor's budget request. Consequently, resources are not
necessanily devoted to the issues the Governor deems critical.

In reviewing this subject, the private sector provided leadership and insight as to how State government could strengthen its training efforts.
The resulting recommendations in this report stress establishing a central training authority and planning with annual strategic and tactical
training plans to be prepared by agencies. Funding for educational tuition reimbursement, requiring interagency sharing of training resources,
forming of partnerships. with educational institutions and enhancing leadership and management training are among the other
recommendations.

The Project SLIM Steering Committee strongly recommends that training and development be supported now and in the future if Arizona is to
achieve excellence in its operations. The Steering Committee fully recognizes that there will be some significant costs to the State that will
need to be invested before it can realize the benefits of a skilled, productive, motivated workforce who are committed to providing quality
service to the citizens of Arizona. Well-trained employees who are challenged by a career in state government will reduce the cost the state
incurs when it loses its employees to other public and private entities.

Preliminary, draft estimates for the cost of establishing a central training authority, developing statewide training programs, and measuring the
quality of training and improvement in performance would indicate that the state would need to invest approximately $2 million to realize its
goal. This estimate presumes that the State could make use of existing physical facilities to provide the training as suggested in the following
recommendations.
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Due to the comprehensive nature of the Training & Development recommendations contained in this report, rmal cost analysis and timelines
will be completed as part of the implementation process. The Steering Committee and the Special Study Committee jointly recommend that
the Governor implement the Training recommendations on a priority basis. The Department of Administration should be required to take the
active role in identifying the costs and timelines as it is in the best position to identify all of the internal resources that can be made available to
begin implemeutation at once.

The following training and development problems and concerns were identified during this study:

• There is no mandatory or comprehensive State orientation program that familiarizes new or transferring employees to State policies,
practices or programs. This results in misunderstandings and ignorance of issues that relate to the new employee.

• There is a need to revise the performance expectations of all State employees. In order to accomplish this, the State needs to elevate
the frequency of availability and provide the process to increase employee education.

• Training dollars are wasted because many programs at the state and agency level are redundant, are not prioritized, and do not address
specific issues (or address inappropriate issues), nor do they define the results or benefits desired.

• There are no minimum levels of training established for most positions. For example, management positions have no requirement for
leadership training.

• Training budgets are the first ones cut during cut-backs. Therefore, many employees in influential management positions have received
almost no training at all to prepare them for the job of managing State activities.

• Agencies do not have proper resources (money, time, facilities or people) to meet strategic training requirements.

• Educational tuition reimbursement funding is not consistent across agencies and is nonexistent in some agencies. Agencies that have
tuition reimbursement policies provide varying benefit levels. This results in different levels of access to continued education.

During the course of this Special Study, a variety of reports and other materials were reviewed in arriving at the recommendations. The most
pertinent documents are included as exhibits in Appendix A of this publication.

Nom Implementation Requirements that will need legislation are identified in bold italic print.
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Governor's Statement

The Governor's Office recognizes the value of productive, trained employees to provide high quality, effective services to the citizens of

Arizona. To this end, it is essential that the State:

have a skilled, motivated, productive workforce, and

adopt a commitment to excellence, .9.!!illi!Y and sound management practices.

Mission Statement

Arizona State Government must take a leadership role and make the commitment to provide a Human Resources Development and Training

System that provides State employees with:

• the philosophy of total quality management, and

• the proficiency to be the highest skilled state government workforce in the country to achieve mandated State objectives.
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PROBLEM A: lACK OF STATEWIDE EDUCATIONAL INFRASTRUCTURE

There is no educational infrastructure, leadership, or funding to provide or monitor statewide delivery of cost-effective training to employees
in the State's management philosophy.

RECOMMENDED ACTION

Centralized Training Authority

Establish a centralized, ongoing training
authority, funded outside of the agencies and
the Governor's office, to be accountable for
and coordinate statewide training. This
training, for all programs which are not
agency specific, will provide a uniform
minimum level of training for aU employees.

Responsibilities would include establishing
the State's training requirements for TQM
and other job related programs that are
common to more than one agency;
coordinating and monitoring training
delivery; providing leadership to all agencies;
assuring consistent quality and content across
agencies; and controlling costs through
development and use of efficiencies for
centralized operations and productive use of
resources.

IMPLEMENTATION REQUIREMENTS

Staff to direct statewide training program
development, coordination, delivery, and
assessment and assure quality control.

Funding for ongoing operation.

BENEFITS

A centralized, funded training authority will:

• provide a focal point for ensuring uniform
delivery of and equal access to programs.

• provide quality control of instructor
certification, course content, agency
compliance, and measurement of
performance improvement.

• facilitate communication, collaboration
and resource sharing among agencies.

• eliminate or reduce redundancies.

• provide a focus for accountability for
budgeting/cost management and quality of
entire TQM program.

• enhance ability to negotiate statewide
contracts to obtain cost efficiencies.

Project SUM Special Studiel • TRAINING &: DEVELOPMENT
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PROBLEM A: (continued)

RECOMMENDED ACTION IMPLEMENTATION REQUIREMENTS BENEFITS.
Determine Feasibility of a Centralized
Training Center(s)

Assess 1he availability of training facilities Interagency task force to research agency Where feasible, a centralized location
throughout the State, and study the feasibility facilities, identify satellite station training provides the opportunity to collaborate
of establishing a centrally located State possibilities and prepare a report of potential among agencies to deliver uniform training,
training center facility where employees sites and cost-effective training mechanisms. monitor program quality, eliminate/reduce
could come for training. redundancies and reduce costs through

contract negotiation and resources. This
Evaluate feasibility of alternate training Funding for appropriate sateUite classroom facility could also provide train-the-trainer
mechanisms such as on-line training, facilities. classes to develop training skills, and increase
teleconferencing, satellite classrooms and consistency in program delivery.
other enhancements aimed at cost effective
utilization of resources and assurance that all Reduction in agency distractions during
employees, regardless of location, are training.
covered.

Where a centralized facility is not possible,
identifying facilities and means of delivering
training that are accessible to employees
across the state will enable us to provide
training for all offices in all locations,
including rural or remote sites.
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PROBLEM A: (continued)

RECOMMENDED ACTION IMPLEMENTATION REQUIREMENTS BENEmS

Develop Internal and External Training
Partnerships

Develop and establish effective partnerships Staff of coordinators of programs and Enhanced ability to pool resources with
with academic, private sector and vendor facilities including responsibility to establish academia, private sector, vendors and
suppliers to pool training resources such as relationships with the private sector, suppliers. This provides the State with
facilities, equipment, training programs, academia and other entities and negotiate access to the state-of-the-art management
trainers, etc. In addition, the state could partnership agreements. theory and practice, at a lesser cost than
provide assistance to the community and developing programs and resources
reduce costs by allowing non-government Process to advertise community access independently.
employees to attend training programs, for a program and process enrollments.
fee, on a space available basis. Providing access to the community enhances

the State's community service program and
Establish, through legislation, the Governor's Legislative Q£lion 10 authorize 1M Council 10 enables the State to profit financially from
Advisory Council on Training comprised of assure its continuity training programs offered.
public and private sector professionals to
provide counsel, advice and oversight of The best thinking on training trends, success
training content, management and results. elements, and evaluation techniques will be

shared to give the State free advice on how
to keep training programs alive and useful.

Project SUM Spedal Studlel • TRAIN1NG a DEVELOPMENT
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PROBLEM A: (continued)

RECOMMENDED ACfION IMPLEMENTAION REQUIREMENTS BENEFITS

Develop Training Management System

Develop a system to schedule and market Task Force research to determine which Easy access to training programs attended by
training programs internally and externally. agencies, or outside sources (e.g. community State employees will enable us to ensure that
Schedull,~ a central recordkeeping system to colleges), if any, are viable alternatives for employees have fulfilled training
track tmining activity to ensure that performing statewide tracking and negotiate requirements, and will help us identify
employees receive the required or desired agreement to provide this service. employees with needed requirements,
training. Within the State system there may thereby facilitating transfer and promotion.
be agendes that do this well and could be Task Force research to develop process for
contracted to track training activity for the relaying information to central recordkeeping
entire State. agency and to develop and communicate this

process.

Implem(mt Budgeting and Cost Management
System ror Training

Implem<mt an effective, centralized, statewide Task force to explore incorporation of State will control and monitor training
I training budgeting and cost management training budget and cost management into program costs to ensure proper allocation

system for training. existing accounting systems, or development and disbursement.
of a stand- alone system for training
monitoring.
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PROBLEM B: NOT ALL NEW EMPLOYEES RECEIVE AN ORIENTATION TO STATE GOVERNMENT

Although orientation programs do exist, there is no mandate that all new State employees, at all levels, are required to receive an orientation
to State government. This often inhibits the employee from having a clear understanding of their role in providing excellent service to the
citizens of Arizona.

RECOMMENDED ACTION

Establish a Monitoring System

A monitoring system is needed to ensure that
all State employees go through an
orientation to State government.
Acknowledgement of completion of
orientation should be in all personnel files
within three months of hire date.

IMPLEMENTATION REQUIREMENTS

Equip all agencies to provide a program of
orientation to State government.

Design an acknowledgement form for
personnel files to be signed upon completion
of orientation.

Additional staff to organize and conduct
orientation sessions.

BENEFITS

State employees will have a basic knowledge
of the structure and mission of State
government.

Employees will have a better understanding
of where their job fits in the overall
operations of the state and the significance
of quality performance.

Employees will be at least minimally familiar
with Statewide standards and responsibilities
such as personnel rules, performance
standards, grievance procedures, termination
factors, benefits, payroll, vacation, sick leave,
political contributions, activities regulating
substance abuse, and so forth.

Employees will understand the role of their
Agency, the Agency's standards and its
specific mission.
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PROBLEM C: TRAINING PLANNING

- - - -- - - - - --
Training strategies are not prioritized, standardized, properly funded or resourced. Without proper and consistent training programs and
resource allocation, employees do not have the best knowledge, skills and ability to perform their jobs; and the ability to move people within
the system will be inhibited. Further, with the State's commitment to continuous improvement, the additional educational demands placed on
an inadequate training system will inhibit the State's ability to carry out its mission.

RECOMMENDED ACTION

Develop Annual Strategic and Tactical
Training Plans

On an annual basis, the Centralized Training
AuthorilY should set the strategic direction
for train ing and submit it to each agency to
develop tactical plans. These plans will
define programs required, in order of
priority, with (cost) justification for each.
Training programs justification must include
description of specific outcomeslbenefits
expected of proposed programs and clear
and direct linkage to annual issues, and/or
the Statc:~'s global mission.

IMPLEMENTATION REQUIREMENTS

Coordinate efforts of aU agencies through the
centralized training authority.

Establish minimum mandatory training
requirements.

Provide direction and mission to all Agencies.

Coordinate training for aU Agencies to
maximize resources.

Measure performance and quality of training
programs.

BENEFITS

Assurance that all training recommended is
linked to the strategic direction of the State.

Reduce wasted training dollars on issues not
related to the State's mission.

ProJeet SLIM Special Stadles • TRAINING A DEVELOPMENT 9



PROBLEM C: (continued)

RECOMMENDED ACTION IMPLEMENTATION REQUIREMENTS BENEFITS

Establish Training Standards
For Each Job

Based on continuous Job Analysis conducted Funding request to be determilU!d for all Enhanced career opportunities will be
in conjunction with the Classification Studies agencies after training plans approved. identified.
(see Project SLIM Special Studies Report on
Compensation, Classification, Benefits), Identification of training required to develop
establish consistent standards, within the minimum skill requirements.
training programs, for the minimum level of
training needed to meet the State job Assurance that training offered supports job
requirements. requirements.

Develop new, and identify existing skills Enhanced ability to transfer and promote
training programs and make them available employees.
to staff to facilitate redeployment and future
career changes. Resources requested will be appropriate and

readily supportable.
Allocate resources (e.g. money, time,
facilities and people) commensurate with Statewide implementation of minimum
approved and prioritized training strategies. training standards.

Avoid problems of mis-targeted or non-
existent training.
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PROBLEM C: (continued)

JRECOMMENDED ACI10N IMPLEMENTATION REQUIREMENTS BENEFITS

Develop Implementation Action Plan

Develop an action plan of the most cost Use existing technical and administrative staff Qualified and capable employees who can be
effective opportunities to deliver high quality (including retirees) to develop and deliver held accountable for filling current job
training such as: computer based and other types of training responsibilities, adding value to state services

programs. and preparing for increased and new
minimal use of FIE trainer positions by responsibilities.
providing self-directed training activities Establish a User Committee made up of
such as computer assisted training. representatives from each agency to share Conformance to statewide standards of

ideas on user needs, provide feedback on training.
selective use of, proven, high quality training provided, and develop
cont.ract trainers, including agency recommendation for direction.
retirees, for development and delivery of
approved training.

greater emphasis on the needs of rural
areas (i.e. alternative delivery, satellite
training, workbooks, etc.).

development of agency sharing(mteragency
agreements on training resources (for
items such as facilities, training programs,
trainers, etc.).

development of statewide standardized
training materials.
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PROBLEM D: LACK OF MANAGEMENT/LEADERSHIP DEVELOPMENT

Managers and supervisors often are not provided with the training needed to prepare them for leadership roles or with the skills to effectively
manage staff performance. These tools are necessary if we are to provide the high quality service we have pledged through the Project SLIM
directives.

RECOMMENDED ACTION

Determine Leadership/Management Training
Needs

Conduct task and needs analysis to
determine areas of deficiency and programs
that are needed at all levels of management
executives, managers, and supervisors

Develop Standard Management
Development Curriculum and Currency
Standards

IMPLEMENTATION REQUIREMENTS

Task force to study areas of deficiency in
management training and provide
recommendations for program development.

BENEFITS

State managerial employees will be better
trained which will result in higher quality
services and cost-effective management.

Develop and prepare core curriculum and I Use expertise of:
continuing education standards, and explore
existing programs (vendors and external I • Central Training Authority.
partnerships) to determine fit with State
needs. I • Existing Internal Resources.

Develop and implement standardized I • Private Sector Experience.
statewide management development curricula
for all levels of management and require I • Academic Institutions.
successful completion of curricula for all
incumbents and new employees. I • Governor's Advisory Council on Training.
Supplemental or additional suggested
curricula may include specific academic and
professional management courses.
Additionally, institute continuing education
requirements for all positions whereby
employees must attend some form of training
each year.

Managers will be provided with the skills and
tools needed to positively influence
subordinate behavior.

Consistent, statewide minimum required
levels of proficiency will be identified and
ability to move between jobs and between
agencies will be facilitated due to common
standards.

Employees will be provided with additional
skills to enhance current performance and
improve chances for professional
development within the State system.

Agencies will be better managed with higher
quality services provided to citizens.
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PROBLEM E: lACK OF EMPLOYEE TECHNICAL DEVELOPMENT

Currently, an State employees are not on a continuous improvement path to provide high quality service at reduced cost to the citizens of
Arizona. Acquisition and maintenance of technical skills for optimum job performance should be mandatory and part of the Employee
Performance Appraisal System (EPAS).

RECOMMENDED ACTION

Define a.aear Employee Development
Policy Stating the Roles and Expectations of
All Parti<:§

Agencies.:
Supply resources (money, facilities, time)
Supply training
Supply performance measurement criteria

Managers:
Plan training
Manage the training investment
Sched ule training
Execute training programs
Evaluate performance after training
Record participation and cost of training

Employees:
Seek training
Continuously improve skills
Learn new skills
Incorporate training into performance

IMPLEMENTATION REQUIREMENTS

Provitk funds for training employees in the
development of their technical, business,
administrative and interpersonal skills.

Identify employee training needs for
performance improvement and career path
promotion.

Implement a policy for uniform and
standardized educational tuition
reimbursement.

BENEFITS

Educated employees who are motivated to
improve their skills and performance.

Increased career path opportunities as
employees gain new skills and are eligible for
promotions thus reducing the State's role as
a training ground for other governments and
the private sector.
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REDEPLOYMENT

~ - - -
EXECUTIVE SUMMARY

The Projl~ct SLIM Special Studies Committee on Redeployment has completed its study and presents herein its findings and recommendations
for a Redeployment Plan.

An effective and positive redeployment program is critical to the success of the implementation of Project SLIM recommendations. The
criticality of this was recognized by Governor Symington when he established the main objective for the Redeployment Special Studies
C'A)mmitt(~e. His goal to "manage the redeployment of State employees impacted by the study in an humane and caring way" provided a sound
philosophical base to the Steering Committee for making its recommendn'ions.

During tbe Redeployment Special Study, a number of practices common in the private sector were reviewed to determine the feasnJility of
implemellting these in State government. 111ese included early retirement programs, severance pay packages, outplacement assistance,
redeployment of employees to other positions, and reduction-in-force processes. In reviewing these practices, it was recognized that there
were certain legal constraints and other considerations applicahle to the puhlic sector that needed to be assessed. Rcduction-in-force
processes in the private sector were discussed and explained to the Redeploymcnt Special Study Committee.

In implementing Project SLIM, Govcrnor Symington stated that he wished to avoid layoffs to thc maximum extent possible and to minimize
disruption to State government, a goal supported by the Project SUM Steering CA)mmittec. Consequently, the overall objective of tbis study
was to develop such a program to manage the redeployment of employecs in such a manner.

The Redeployment Special Study Committee, composed of State employees, Project SLIM members, and private sector representatives met
periodically to develop a redeployment plan and to discuss new and difficult issues surrounding ways to improve the process. Coopers &
Lybrand ,:C&L) coordinated the final efforts in bringing together the committec's input and facilitatcd thc drafting of an efficient plan
prcsented in an easily undcrstood format.
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RESULTS

A flowchart of the redeployment process is included in this report. It outlines a 12-month process for each affected employee and addresses
critical decisions impacted employees may have to make, given their backgrounds. As suggested by the flowchart, the finalized redeployment
process meets the objectives stated above.

Some of the highlights of the Special Study ('A)mmittce's recommcndations include:

1. A redeployment program coordinated by the Department of Administration in which employees whose jobs are being
impacted by Project SUM recommendations will be placed, as appropriate and as possible, in vacant positions for which they
qualify in State government.

2. Permitting an employce who docs not currently meet the minimum qualifications for a particular job to be considered for
placement if the employee possesses the knowledge, skills and competencies to adequatcly perform the job if provided
additional training.

3. Establishing a Service Credit Buyout program in which the service credits of State employees are purchased at the employees'
option. Employees opting for this program would separate from State government and receive one week of pay for every
week of service to a maximum of 12 weeks of pay.

4. Paying relocation expenses for those employees who must relocate to a different city or town in order to avoid or reduce the
need for a reduction-in-force. Such expenses would not exceed $1,000.

An enhanced retirement package for employees participating in the Public Safety Retirement System was considered by the Steering
Committee. Howcver, the committee stipulated that it only would support an enhancement package if it was actuarially neutral. lhe actuarial
review of the package did, indeed, reveal additional costs.
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Some of the positive results to be gained from this process are as follows:

A Limit Process to One Year

An internal job search time frame of 12 months is established for each impacted employee. Some time boundaries for
decision-making within that period have been set as well. For example, employees offered the option for a Service Credit
Buyout have 30 days in which to accept the opportunity. Employees offered a new position have 5 working days to accept the
offer.

111is distinct time period provides employees with a reference for decision-making. It permits the State to allocate a set
amount of resources towards placement of an employee.

B. Organize DONAgency n)lIaboration

The Department of Administration (DOA) and the agencies will work together to find the most appropriate new job for
affected employees. 'Ibis calls for increased interaction between the DOA and agencies to assure that every opportunity
within the State, intra-agency and inter-agency, is explored before any reduction in force procedures would be implemented.

With all State parties collaborating to assist employees, impacted employees will be affected in the most advantageous way
possible and the redeployment managed in an humane and caring way.

C Encourage Inter-Agency Transfers

Opportunities for inter-agency transfer of talent are enhanced by encouraging employees to explore openings within their
current agency first, but also to consider vacancies in other State agencies. Utilizing this statewide process, employees will
have more opportunities to stay employed by the State of Arizona.

More employees will be considered for a greater number of jobs using an inter-agency system, thereby increasing the
opportunities for proper placement of each impacted employee, as well as reducing disruption to the State by avoiding the
need for a reduction in force.
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D. Anticipate Contingent Occurren«;es

It is necessary to identify possible employee scenarios throughout the process and prepare to accommodate them
appropriately. TIlis requires establishing reslxlllsible parties for certain activities, and determining policies and procedures that
make an employee's transition as easy as possible.

By allowing for these actions, few surprises will occur. Employees will not have to wait for answers to problems or questions;
the solutions and answers will have been previously discussed and developed. Policies can be written or updated to ensure
consistenc]' throughout the proC(~ss for all employees.

E. Build Skills Bank

A new, permanent process will be developed to capture and track each impacted employee's skills and experience to help
assure an appropriate job match, so employees do not have to leave the State. TIlis automated system will be used not only
for the redeployment process but may be used for future placement of employees after the redeployment process has been
completed.

F. Close Matches Likely

By allowing the employee a choice of action when an offer to fill a vacant position is extended, the State places more
employees who will fit well in their new job. 11lC employee will be matched to appropriate jobs using the automated skills
tracking system and will concur with any necessary training for certain matches prior to placement.

In reviewing the flowchart depicting the redeployment process, it should be recognized that this represents recommendations. Some
procedural changes may be necessary as implementation of the process unfolds, but the basic concepts should remain intact. Some logistical
aspects involved with developing specific processes are being finalized by the Department of Administration. lbese include procedures
needed for smooth institution of redeployment actions, such as software updates and written plans for implementation on a consistent
statewide basis.

Project SUM Special Studies - REDEPLOYMENT 4
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Additionaly, certain statutory and regulatory additions and changes arc needed to accomplish these redeployment efforts and should be
pursued. Three legislative provisions are currently pending approval:

• a service credit buyout program, for employees whose jobs are scheduled for abolishment and who elect to separate from state
government rather than invoke reduction-in-force rights;

• a limited relocation reimbursement expense program, for payment of reasonable expenses to employees whose work location
will be changed to a distance more than 75 miles from their current work location; and

• an employee redeployment program, providing for the movement of employees between state agencies under the jurisdiction
of the Governor.

If the re<X.mmended legislation does not pass, the redeployment process will still work. However, the favorable projected savings may be
substantialy hindered without legislative provisions.

The Proje;t SLIM Steering Committee feels the positive redeployment recommendations in this report will achieve Governor Symington's
goals of humanely and caringly managing the redeployment of employees and minimizing the disruption of State government.

Preliminaty estimates of the cost of the relocation expense provision is $100,000 based upon 100 employees being relocated with reimburseable
expenses of $1,000 per person.

TIle estimated cost of the Service Credit Buyout program ranges from approximately $370,000 to $520,000. In arriving at this estimate, it was
assumed that 10% of the employees in the approximate 1,700 positions to be impacted by Project SUM recommendations would accept the
buyout. Further, the average stale service salat1 and average years of service were used in calculating the costs.

During the course of this Special Study, a variety of reports and other materials were reviewed in arriving at the recommendations. 'Ille most
pertinent documents are included as exhibits in Appendix A of this publication.

NOTE: Implementation Requirements that will need legislation are identified in bold italic print.
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THE 12 MONTH REDEPLOYMENT PROCESS

FLOW CHART INTERPRETATION

The Redeployment Process can be better understood in a visual format, with the aid of the attached flow charts. The Redeployment Process covers two pages of
flow chart movement. The seven pages which follow assist in explaining specific steps in more detail.

Each step is numbered so the process Is easier to follow. For some steps, a decision is made to do one action or another. In these situations, the order of the
steps does not matter; the numbering merely helps in tracking the general direction of activity.

Each shape in the flow charts has a particular meaning. Below is a description of each symbol's connotation.

/~
~

~
................

An oval displays a terminal function.
This is the beginning step of the
process.

A rectangle represents a processing
function. An activity which is thought of as
an "action" would belong in Ihis symbol.

A diamond depicts a decision point.
Commonly, a question is asked in this
symbol and various outcomes are
reprnsented in different directions from
the shape for the choices possible.

A dotted line indicates a possible
outcome from a certain step under
cer1ain circumstances

/

<_-J
-._.~~_.~~.- ..

A circle signifies the end of a process once
that step is reached.

A trapezoid represents an Input/output
function. Any type of medium can be used
for the input or output.

A hexagon shows a predefined process.
This represents a group of operations not
detailed in the particular set of flow charts.

A solid line shows the direction of
processing or data flow.

6
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THE 12 MONTH REDEPLOYMENT PROCESS
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EMPLOYEE'S MOVEMENT THROUGH THE REDEPLOYMENT PROCESS
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THE 12 MONTH REDEPLOYMENT PROCESS

2. Each job to be Impacted will be identified as the Implementation process occurs II a lob is
scheduled for abolishment, the employee will be eligible for, and therefore be offered, the redeployment
process IIlhe number of jobs is to be reduced, the redeployment points decide which employees will
be directly Impacted and ollered the redeployment pool

A point system will be used to determine which jobs will be scheduled lor abolishment As new
jobs are identified, they will be classified and minimum qualifications will be established,

All impacted employees will be given an Application for employment lorm and a supplemental skills
questionnaire.
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All position and personllel actions reviewed and
authorized by State per ;ormel prior to any agency action

Statewide moratorium 'mils the reclassification of jobs, posilion
movements. reorganizations, and appointments to allow maximum
opportunities 10 place r ersons eligible lor redeploymenl New hires
will be permitted as detrnmined by DOA 9



THE 12 MONTH REDEPLOYMENT PROCESS
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THE 12 MONTH REDEPLOYMENT PROCESS

DAY

TIME lONE----

All position and personn !I actions reviewed and authorized
by State personnel prior 10 any agency action.

Statewide moratorium linits the reclassification or jobs, position
movemenls, reorganiz81 ons, dol I dppointmenls 10 allow maximum
opportunilies to place pI rsons eliyible lor redeployment New
hires will be permitt(!d a, determined by DOA

(1\ PERSONNEL ACTIDN MORATORUI~

1---"

BEGIN SLIM 1
IMPLEMENTATION

PLANS IN
AN AGENCY (1)=r-/
~ 2 -_.-

PRELIMINARY
IDENTIFICATION
OF POSITIONS

AND EMPLOYEES 1--.
IMPACTED

BY REDEPLOYMENT
POINTS

3

REDEPLOYMENT
PROCESS
BEGINS

l
---
REDEPL~YMENT

PROCESS
CONTINUE.S

---,----
N6T

EMPLOYEE '"
OFFERED ",

OPTION FOR '>
SERVICE CREDIT //'y/

ACCEPTED

(~~~--- /

EMPLOYEE
\ 1EAMINATE' )

.,
boA IDENTIFIES

QUALIFICATIONS,
SKILLS &

COMPETENCIES
IDENTIFICATION
FOR IMPACTED

EMPLOYEES

8---~-

SKILLS &
EXPERIENCE
CAPTURED IN

REDEPLOYMENT
APPLICANT
TRACKING

SYSTEM

VACANCY
OCCURS

l
i---r6~-~IDENTIN/
UPDA TE MINIMUM
QIJALIFiCAlIONS

FOR VACANCY

7. Input will be recetved Irom a newly
completed Application lor employment and
its supplemental skills questionnaire,
completed by each impacted employee In
Slep 2. Additionally, a supervisory
supplement will be completed.

Areas covered In Questionnaire Include:
educational background, current
responslblltles, work experience 01 more than
one year, languages spoken, communications
composed, math skills used, supervisory
experience attained, and computer
programming/operations experience.

8. Database will be maintained and
admlnislered by the Department 01
Administration. It Is capable 01 specifying
parameters of desired qualifications lor a
particular posllion, and searching all
employees in the redeployment poa/lor
available matches

11
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EMPLOYEE'S MOVEMENT THROUGH THE REDEPLOYMENT PROCESS
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EMPLOYEE'S MOVEMENT THROUGH THE REDEPLOYMENT PROCESS
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COMPENSATION, CLASSIFICATION, BENEFITS

EXECUTIVE SUMMARY

The need to increase State employee's compensation was raised over and over by agency directors, members of the Project SLIM Special
Studies Task Forces, and by employees, supervisors and managers during interviews with Project SLIM Team Members. In fact, it often was
described as the most important personnel issue that the State faces.

The Department of Administration's annual Joint Governmental Salary Survey (July 1, 1991) revealed that the average pay of State employees
currently lags 19.6% behind that of the pay of other employees in the public and private sector in Arizona. Obviously, without a future
commitment to more competitive pay, this gap will widen each year, and as the Arizona economy improves, the State likely will lose many more
talented employees to other governmental and private organizations. Retention and motivation of a highly qualified workforce is of paramount
importanc.e to the successful implementation of Project SLIM recommendations. However, it must also be recognized that when pure public
sector pay is compared to private sector pay advancement as in the study completed by The American Legislative Exchange Council, the results
suggest tbat some levels of public employees have fared considerably better over the last 10 years than their private sector counterparts.

The State of Arizona's classification program is interrelated with the State's overall pay situation. Like most large organizations, the State has a
structured process for evaluating the duties, responsibilities, and scope of discretion of positions. To do so, the State uses a classification
system, a traditiona~ public sector process for evaluating jobs and grouping similar jobs together. By placing similar jobs together in the same
salary grade, or salary range, the State provides for equal pay for equal work. Contibuting to the overall problem, is substantial evidence,
particularly in higher levels of pay, that supports the premise that the classification system has been misused to reward higher pay raises to
personnel who otherwise would not qualify for additional payor advancement under the current system, or for whom no technical track for
advancement exists.

Since its inception, the State's classification system has not been totally reviewed to determine if it is responsive to agency's needs and there has
not been a total review of all jobs to determine if the classifications still are proper. If the State is to remain competitive, in addition to
properly compensating each employee, the salary ranges for jobs must keep pace with the salary ranges found in the public and private sector
for similar jobs. However, these ranges, like State employees' pay, have not kept pace. Compounding this problem, when studies have been
completed of certain job classifications, funding has not always been provided to implement the results of the studies.

In this mport, the need to establish a long-term compensation philosophy and a corresponding strategy for implementing this philosophy is
stressed. Further, it is recommended that the State adopt a multi-year plan for increasing State worker's pay so that it compares more
favorably with the public/prlvate sector in Arizona, relying heavily, if not entirely, on performance increases to advance employees' salaries. It is
recommended that the State's classification system be reviewed to determine its effectiveness and determine whether other types of job
evaluation systems would better meet the State's needs. Support and funding is essential for whatever job evaluation system is used or selected.
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A competitive and adequate benefits package for State employees also is important for attracting and retaining employees. At the same time,
cost of these benefits must be controlled so that the State can continue to offer a full array of benefits at a reasonable cost. Consequently, the
major purpose of the study of benefits for State employees was to determine how to improve the cost-effectiveness of the benefits without
decreasing the basic level of benefits.

In reviewing this issue, presentations were made by the Department of Administration regarding the current status of the State's benefit
program. Further, discussions with benefit experts in the private sector were held to compare benefits with the private sector and to determine
how the private sector is grappling with the cost implications of benefits. Finally, a benefits consultant volunteered his time to assess the State's
insurance benefits and to make recommendations for controlling costs.

A comprehensive study of the benefits provided in the different personnel systems of the State also was completed. The benefits provided by
the Arizona Board of Regents, Northern Arizona University, Arizona State University, University of Arizona, Department of Public Safety,
Arizona School for the Deaf and Blind and the merit system agencies were researched and compared. Although many of the benefits were
relatively equivalent, there were substantive differences in certain benefits among the personnel systems. Notably, annual leave and sick leave
accrual rates varied widely among the systems, including the provision for permitting employees to use sick leave for family members. Payment
of college tuition for university employees and their dependents is a substantial benefit provided to university employees that is not provided to
other State employees. Finally, optional retirement plans are available at the universities but not available to other State employees. Since the
primary focus of the Benefits section of the Special Study was to assess the cost-effectiveness of benefits, the ramifications of providing
consistent benefits to all State employees was not comprehensively explored. However, the Steering Committee recommends further study of
this issue with a goal of providing the same level of benefits to all State employees.

Overall, it was found that the benefit package offered to State employees is an attractive package and is in line with the benefits provided to
employees by other organizations. Cost of the insurance benefits, however, is a continuing problem and concern for State Government as it is
for the public and private sector throughout the country. The recommendations found in this report focus on the State's insurance programs
where the cost implications are the greatest and the potential for either substantial savings and/or avoidance of additional costs is the most
possible.
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Highlight') of the recommendations in this report include:

• Establishing a long-term compensation philosophy and corresponding funding for paying State employees on a more market
competitive basis. This philosophy would include the recommendation and support for a pay-for-performance plan of awarding salary
increases.

• (:Ompleting a comprehensive review and revision of the State Classification System which has not been done in decades. The current
system is perceived as cumbersome with over 1,500 different classifications, and not responsive to agency or employee needs.

• Analyzing and evaluating current minimum requirements for all job classifications to improve the State's ability to fill positions with
employees with more accurately identified skills, and also to plan for more appropriate training requirements.

• Providing employees with more comprehensive information regarding: available benefits; cost of benefits; and choices of benefits.
lbis will serve the dual purpose of allowing the employee to make more informed decisions, as well as to understand the investment
the state has in its employees.

• Establishing self-sustaining rates for the State's indemnity medical plan which is the most expensive coverage. This would mean
charging employees who choose this coverage higher rates than that currently being charged.

• Replacing the indemnity dental plan with a preferred provider organization dental plan.

• Restoring to the Department of Administration interest earnings on affiliated reserves for the medical and dental plans.

• Discontinuing the option for new retirees to participate in the State's active employee health insurance plan. Permitting them to
participate only in the State Retirement System's program.

• Implementing a communication program encouraging prenatal care and providing incentives for employees to receive such care.
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The Steering Committee fully recognizes that there will be some significant costs associated with many of the recommendations in the
Compensation, Oassification, Benefits Special Study. Notwithstanding these costs, the Steering Committee believes that it is critical that funds
be provided to position the State of Arizona as an employer of first choice for talented, skilled employees. The benefits of streamlining the
job classification system and compensating employees on a competitive scale will enable the State to motivate and reward a workforce that is
proud to serve the citizens of Arizona.

Implementation costs for salary increases will be determined by the multi-year strategy that the State adopts. At this time, it is estimated that
every one percent (1%) increase to all State employees costs approximately $11,000,000.

Preliminary, draft estimates for the cost of completing the necessary comprehensive classification study are approximately $1 million dollars. It
would cost an approximate additional $500,000 to complete and implement the corresponding compensation study which would include the
incentive and alternate rewards programs as recommended in this report. However, due to the comprehensive nature of these types of studies
that would involve almost 30,000 positions, final cost analysis and timelines will be completed as part of the implementation process.

The Department of Administration already has implemented many of the recommendations contained in the Benefits section of this special
studies report through the new health care contract that was awarded on June 5,1992. Where possible, these benefits are footnoted in the
report.

During the course of this Special Study, a variety of reports and other material was reviewed in arriving at the recommendations. The most
pertinent documents are included as exhibits in Appendix A of this publication.

Note: Implementation Requirements that will need legislation are identified in bold italic print.

"
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- - _.... -
PROBLEM A: COMPENSATION

- ..... _----_ .....

For many levels of State employees, compensation is inadequate and non-competitive with other public and private entities. Recent studies
show the State compensation rates to be 15 - 20% below market. This is a significant factor in failure to attract and retain qualified people.
Thrnover is high, training dollars are wasted and good candidates decline job offers because of non-competitive pay. Agency management
resorts t(1 manipulating the classification system to give salary increases to both deserving and non-deserving employees. Insufficient funding of
performance based reward and recognition mechanisms exist to acknowledge and encourage high level performance.

RECOMMENDED ACTION

Philosophy

Establish a long-term pay philosophy and
corresponding strategy for implementing this
philosophy for State government to be
articulated and supported on an ongoing
basis. TIlis strategy should include a multi
year plan for increasing State workers' pay so
that it compares more favorably with the
public/private sector in Arizona. Further, it
should provide agencies fleXIbility in the
starting salaries they offer, and rely heavily, if
not entirely, on performance increases to
advance employees' salaries. The philosophy
should clearly communicate the intent to
SUpport:l pay for performance plan of
awarding salary increases, and should
endorse exploration of a risk/reward
performance based incentive system for all
State employees.

IMPLEMENTATION REQUIREMENTS

Development of a philosophical position.

Declaration of that philosophy by the
Governor.

Development of compensation strategy by the
Department of Administration.

ReqlUsl for funds from legisltzJrln 10 correspond
101M plan.

Develop a system or mechanism to set aside,
beyond reach, the funds necessary to pay for
earned rewards.

BENEFITS

All actions and changes in any aspect of the
pay system will have a foundation upon
which programs can be developed, actions
can be taken and discrepancies can be
rectified.

The State of Arizona will maintain a
competitive salary program for its employees,
measured against other public and private
entities. This salary program would assure
attraction and retention of the most qualified
candidates.
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PROBLEM A: (continued)

RECOMMENDED ACTION IMPLEMENTATION REQUIREMENTS BENEFITS

New Plan Implementation LegislaJiv, appropriations for:

Design and implement the recommended and • funding the d,sign and implem,ntation Fair and equitable pay programs operating to
approved compensations programs and plan. of the new programs. attract highly talented candidates to State

jobs, stimulate and justly reward a high level
• annual funding ofpetj'ormanc, based of performance, and signal an intolerance for

comp,nsation increas,s to be included poor performance when combined with the
in the executive budget. use of timely action to take corrective

measures with problem employees.

Project SUM Speda1 Studkt • COMPENSA110N, ClASSlFlCA.110N, BENEflTfit 6
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------
PROBLf~M B: JOB CLASSIFICATION

--- .. _--------
Due to resource limitations, the State's classification system has not had a comprehensive review since its inception, nor has it been
maintained on a regular basis. Current reports indicate that there are in excess of 1,500 different classifications. There is a question if the
system still meets the State's needs, especially in view of the new needs created by implementation of Project SLIM recommendations and the
Total Quality Management process.

RECOMMENDED ACTION

Study tbe current classification system to
determine its effectiveness and explore
alternatives to determine if another system
would better meet the state's needs.

Conduct a cost/benefit analysis of the various
systems, including an assessment as to
whether improvement in State employee's
pay and in pay practices would mitigate the
need to change the classification system.

The number o( classes in the classification
plan should be significantly reduced, yet still
allow the plan to be responsive to agency
need.

Design and implement the recommended and
approve,d programs resulting (rom the
Classification System Study.

IMPLEMENTATION REQUIREMENTS

Multi-agency involvement in the development
0(:

• a plan o( action for the study.

• a Request for Proposal for consulting
assistance.

• a Request for Funding for the project.

Legislative appropriations (or:

• funding the design and implementation of lhe
new programs.

BENEFITS

A streamlined, easy to administer
classification system, meeting agency needs
and supporting the philosophy and processes
in which the State chooses to operate.

Cost savings through the efficiencies o( a
simplified system which is easy to maintain
and update on a regular basis.

Project SUM Spedal Studie•• COMPENSA'DON, ClASSD'ICA'DON, BENEliTI'S 7



PROBLEM C: MINIMUM REQUIREMENTS EVALUATION AND UPDATE

Current stated minimum requirements for State jobs are often incomplete, out of date and not indicative of the skills and expertise truly
required to perform tbe job. This often re~ults in filling positions with employees who do not have thcappr0l'>rfate skills.

RECOMMENDED AcnON

Reevaluate and redefme Minimum
Requirements for each job.

Conduct Job Analysis of each job
classification from a training needs analysis
to determine minimum training standards.

IMPLEMENTATION REQUIREMENTS

Coordinate with proposed Classification
Study.

BENEFITS

Identificatioh of training required to develop
minimum skill requirements.

Identification of career opportunities.

Assurance that training offered supports job
requirements.

Enhanced ability to transfer and promote
employees.

Project SUM special StudJe•• COMPENSAnON, CLASSInCAnON, BENEFITS 8
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PROB1:"EM D: lACK OF COMMUNICATION REGARDING EMPLOYEE BENEFITS PACKAGE I

Employees often do not have sufficient information to make informed decisions, to choose the best coverage for themselves and their families.
For example, of 28,000 eligible State employees, only 200 take advantage of the tax-reducing flexible spending account for dependent care.
This suggests that more information is needed by employees to make informed decisions.

RECOMMENDED ACTION IMPLEMENTATION REQUIREMENTS BENEFITS

Determine the best methods of Funding, if any, for the dnelopmenr, production Health care benefit options are clearly
communicating benefits during employee and distribution of all materials. communicated to employees so they
orientation and on an ongoing basis, in understand and appreciate the full scope of
writing and through group presentations by The Personnel Division will outline a benefits available.
providers of information with question and statewide instrument to be published for all
answer sessions. employees.

Make better use of the State's "Highlights"
Publication.

1 DOA hu developed and mailed to all employees, an Insurance Plans and Instruction Booklet for both Open Enrollment and u an informational tool for future new employees.
There arf in excess of 160 meetinp scheduled around the state to inform employees of the new and continuing coverages. DOA also hu developed videos for both the open enrollment
and to US'l: for new employee orientation. A special edition of Highlights wu distnlluted. Additional funding hu been requested to further improve the communications to employees.

Project SUM Special Stadles. COMPENSA'I10N, CIASSlFlCA.'I10N, BEN~ 9



PROBLEM£: EXCESSIVE COSTS OF MEDICAL INDEMNTIY PlANS 2

"-

Indemnity medical plans (traditional insurance plans) are the most expensive form of coverage; they cost in excess of lS0% of the Stllte~sHex-
Care coverage. These high..cost plans have a detrimental and disproportionate effect on the experience-based premium rates paid by the
State. Prescription drug~ alone comprise about 9% of medical costs under this plan, versus 2% with the Flex Care plan and Intergroup
HMO's.

RECOMMENDED ACTION

Establish self-sustaining rates for employees
choosing the indemnity plans. This means
the employees choosing this coverage pay for
the extra related costs.

IMPLEMENTATION REQUIREMENTS

Requires kgislative action to require the Stale
employees who ekctthe indemnity medical plan
(Cll17Ytnlly 12%) to pay more for this coverage
than the amounts paid by employees ekcting
other plans.

BENEFITS

The State would realize a reduction in the
expected medical benefits cost increase.
Currently the increase is unknown but is
expected to follow the industry experiencing
12% - 18% increases in premiums.

Offeraltemate forms of cost reductions,
including a scheduled benefit program (a cap I Incorporate into current bid.
on the amount that will be paid for a specific
procedure or drug).

2 The original bids to the State were approximately $213 million· a $44 million, or 26% increase over the current year. The total premium for both last year and next year is now
set at a cost of approximately $170 million. During a time of rapidly escalating costs, the State was able to negotiate contracts for next year at!!.2 increase to the State.

A stand-alone indemnity plan has been eliminated in Maricopa and Pima Counties. In counties where a stand-alone indemnity plan was awarded, cost savings to the employee and the State
will be realized when employees utilize the services of a preferred provider organization (PPO).

Overall, premiums for each line of health care coverage willltand alone and DOt be blended in favor of the higher cost plans. Employees and retirees c:hooIing the higher cost plans will
pay higher premiums.

Project SUM Special Studin • COMPENSA110N, CIASSInCA110N, BENElITm
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PROBLEM F: EXCESSIVE COSTS OF DENTAL INDEMNITY PlANS'

Dental indemnity plans are the most expensive form of dental coverage. Currently 45% of state employees utilize the indemnity plan.

RECOMMENDED ACI10N IMPLEMENTATION REQUIREMENTS BENEFITS

Terminate the indemnity dental plan, Currently, benefit programs are out for bid. Savings of dental coverage premium costs
replacing it with a Preferred Provider Contracts, to be let June I, will reveal the through discounting will be realized.
Organization (PPO). Where no PPO is implementation requirements. Although the exact amount of reduced
available within a 40 mile driving distance premiums is currently unknown, there will be
from home, alternate arrangements should savings to both the State and the employee.
be mad(".

3 Th(', current dental indemnity plan has been replaced by a PPO offering more controlled costs in-network while still providing non-PPO benefits at an 80/20 co-pay level. This plan
contracts with appralimately 90% of the dentists in Arizona and will provide the same benefits throughout the United States.

The benefit levels have not been reduced but the overall costs (premiums) are less that the current stand-alone indemnity plan option.

Dental COV(:rage through. prepaid plan will continue to be offered to employees as an alternative to the PPO. Premiums for this coverage have not increased for Fiscal Year 1992-1993.

Project SUM Special Stadlo • COMPENSA110N, ClASSlnCA.110N, BENEFn'S 11



PROBLEM G: FUNDING BENEFITS COST INCREASES 4

Benefits cost increases cannot be borne by existing budgets.

RECOMMENDED ACTIONS

The State currently has minimum premium
funding on its CIGNA healthcare and dental
coverage. This aUows a reserve for claims
payment to remain in State funds until
needed. Use of these funds for the months
between an employee's incurred expenses
and the medical plan's invoice date allows
substantial interest to accumulate. Restore
to the Department of Administration these
interest earnings to help offset future
benefits cost increases.

Adopt a similar minimum premium funding
for Life and Accidental Death and Disability
insurance coverage.

IMPLEMENTATION REQUIREMENTS

Requires legislative aetion to allow such aecrual
for the Deparlmenl ofAdministration.

BENEFITS

Earnings from funds related to the benefit
programs would be segregated for
reinvestment to help offset the cost
increases.

More accurate and simpler tracking to
separate overaU savings to the plan from
interest accumulation.

" The funding mechanisms for the newly awarded contracts are not all on a minimum premium basis. There will be a sizeable decrease in funds held in trust. DOA is unable to
project the total amount as of this writing since open enrollment has not yet occurred.

Due to the required time involved in the recent insurance bidding, there was not sufficient time to negotiate and/or rebid the life insurance program to provide a minimum premium contract.
This option will be punued in the future.

Project SUM Special Stadlea· COMPENSATION, CIASsmCATlON, BENElftfS
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PROBLEM H: POST RETIREMENT MEDICAL BENEFITS S

Retirees opting for the State Active Employee Medical Plan are disproportionately increasing the cost of insurance. Because retirees utilize
more medical benefits, the experience-based premium (the history of the use of claims) rises.

RECOMMENDED ACTION

DiscontiIl.ue the option for retirees to stay in
the active-employeeplan, permitting only
coverage in the State Retirement System
Medicall:are Benefits, which affords equally
good coverage, and is also available
worldwide. This is an advantage to retirees,
and lowers costs to the State.

Current retirees could be "grandfathered"
into the active plan if desired, with future
retirees provided only the option of the
Retirement System Plan.

IMPLEMENTATION REQUIREMENTS

Requires legislative action to prohibit new
retirees from parlicipaling in the Stale's active
employee healJh insurance plan.

BENEFITS

If implemented now, savings of insurance
premiums in the rust year would
approximate several million dollars. In each
subsequent year, further savings would be
realized, due to fewer "grandfathered"
retirees in the State plan.

S The new contract will separate the retirees from the active employees for premiums. Retirees' rates win be based on their experience.

Project SUM Special Studift • COMPENSA'ftON, ClASSInC'ATlON, BENEn'I'S 13



PROBLEM I: THE mGR COST OF MEDICAL ClAIMS FOR DIFFICULT PREGNANCY AND NEONATAL PROBLEMS 6

Low birthweight babies (Jess than 5.5 Ibs.) have a greater likelihood of suffering complications that require varying degrees of special neonatal
care. Between 1981 and 1988, the proportion of preterm births rose from 9.4% to 10.2%, and in 1988, 40% of preterm births were of low
birthweight. Their survival usually depends on the special skills of the neonatal intensive care unit staff and full range of high-tech equipment
that come at an extraordinarily high price. Nationally, medical claim costs for low birtbweight babies average twenty timtS those of healthy
babies; $95,000 versus $5,000. There is no reason to believe that Arizona's experience would be otherwise. As an example, in 1990, the State
had 19 claims for hospitalization of children exceeding $50,000 each. Eight of those claims, totalling over $900,000 were for premature baby
complications. The highest single claim, for a child who was a premature baby, was over $300,000. The State's experience in the fIrst nine
months of 1991 exceeded the number of claimants from all of 1990 in the above $50,000 category.

Virtually all of the causes of low birthweight babies are controllable and discoverable with prenatal care. Substantial savings in claims costs
are realized when mothers receive prenatal care. Unfortunately, one third of all pregnant women do not receive prenatal care and there is a
lack of understanding of the value of this care to themselves and their babies. Education efforts to inform women of the causes of low birth
weight and the value of prenatal care increases participation in these programs and continue care throughout the pregnancy.

RECOMMENDED ACTIONS

Implement a communication program
encouraging prenatal care and an incentive
program offering a waiver of deductible, or a
waiver of copayment, as applicable, for
participation in prenatal care. This would
include development of printed material to
help introduce the program to employees
and clearly explain the advantages of care.
The waiver would offer an incentive to
participate, regardless of medical plan chosen
or family income level.

Require medical carrier to provide details
and information on successful programs.

IMPLEMENTATION REQUIREMENTS

Funding for the development, production and
distribution ofall materials.

Waiver of deductibles or copayments through
contractual arrangements with carriers.

BENEFITS

Substantial savings in medical care costs, as
well as reduced insurance premiums and
necessary reserves through improved claims
experience.

Improved employee relations through
proactive, progressive attention to employee
welfare.

Healthier pregnant employees miss fewer
days of work, perform more effectively and
return to the workplace sooner and healthier
postpartum. Healthier babies contribute to
improved absenteeism rates for mothers of
infants.

NOTE: Sour 0( doIa for lido .....1o(!be reportlDdude: NIlI""a1 Ceol... for Health StalIllIca: HeoIIh IIlI\lr1lllCl Auoditioo 0( America; Mord! 0(DimeI: U.5.Deportmtlll 0(Commll'Ol, aur- 0( tho eea-; Amerl_ Ao:adem}' 0( PodilIrlca:
AmerlOlll ColI 0( OlloIeCrIdllll ..d~ Irodo jourDoI puNlCOtlOllI 011 the 1Ubje<t.

6 For the majority oCour employee. (8896> who are currently in managed care HMO'., the HMO'. provide employee. with extensive information regarding prenatal care. In addition,
Intergroup bu no co-payment for any doctor visits and Blue Croo/Blue Shield will waive the deductible for prenatal care.

Project SUM Special StodIH - COMPENSA110N, CIA.SSlFlCA110N, BENEl'ITS
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Information Resource Management 0

INTRODUCTION

It is the view of the IRM Special Study, that information resources, consisting of

information technology and the personnel involved in the delivery of information

technology services, are crucial to the success of the State in performing govemmental

functions. Additionally, improving the quality of the State's information resources can be

a significant contribution to improving the quality of virtually all of the State's service

delivery to the public.

BACKGROUND

A principal goal of govemment is to provide efficient, effective programs and services to

its citizens through conscientious management of govemment assets. Information
technology is a major asset of the State and must be managed with the same care as any

other State assets.

The Information Resource Management (IRM) Special Study set out to address the issue

of how the State ought to manage its information technology assets in order to:

• Enhance the State's ability to efficiently and effectively deliver quality services and

programs and;

• Support Statewide and Agency goals; public policy; and State statutes.

Efficient and effective management of the State's Information Resources can significantly

and directly contribute to improving the quality of the State's services to the public.

Page - 1



Information Resource Management 0

As a result of this effort, the IRM Special Study has developed a three element approach

to information system assets. These three elements are:

• Development of an Information Technology Mission Statement and Strategic Goals

for the State

• Determination of an organization structure to coordinate attainment of the

Information Technology Strategic Goals.

• Development of specific action items to address improvement opportunities.

Action items to be addressed immediately

Action items to be addressed by the new organization structure

Each of these elements is addressed in a separate section of the report
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Information Resource Management 0

MISSION STATEMENT AND MANAGEMENT PHILOSOPHY

The Information Resource Management Special Study has established a Mission

Statement, Management Philosophy, and five Strategic Goals to guide the State in support

of its mission. Additionally, several action items have been developed to initiate and

support this strategic view of information resources as assets of the State.

MISSION STATEMENT:

The mission of information resource management is to provide efficient and effective
information systems to support the delivery of State services and to support Statewide

and Agency goals; public policy; and State statutes.

MANAGEMENT PHILOSOPHY:

The accomplishment of the mission for information resource management requires that
progress be measurable. Ongoing strategic and operational planning for information

resources at the statewide and agency level is required to establish the goals against

which progress is to be measured end actions evaluated.

Page - 3
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STRATEGIC GOALS

The five strategic goals included in this section provide the framework for the

development of an overall strategic plan for information technology for the State of

Arizona. These goals provide a foundation for improving the quality of information

resources of the State, providing additional support for the improvement in quality of State

services to the public. It is expected that these goals continue to be refined by the IRM

Board recommended in Section 2 and that the IRM Board will develop an overall strategic

plan that encompasses these goals.

GOAL:

• Invest in information technology that will provide measurable increase in:

Quality of services to citizens;

Cost effectiveness of services to citizens;

Productivity of state employees and/or;

Return on investment in the short-term.

DISCUSSION:

Investment In Information technology by the State should require

Justification that specifically demonstrates one or more of the following:

• identifies the improvement to Qyality of services by guantifiable measyres

whenever feasible (Le. reduced waiting time, reduced errors)

• identifies Improved cost effectiveness of services by quantifiable measures

(Le. reduced personnel cost by functional area, reduced cost per client

transaction, increased scope of services provided by quantity of

infrastructure [ budget dollars, FTE, office space, etc.]. reduction of

demand for State services)

• Increased workload capability per FTE.

• Demonstrates a payback period of XX (number to be specified by the IRM

BOARD, See Action Item #1) months or less

Page - 4
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Information Resource Management 0

GOAL:

• Employ common state-wide data bases for "communities of interest".

DISCUSSION:

There are a number of State activities that collect create or maintain

information (data) for a specific State entity that Is also of strategic, tactical

or operational value to one or more additional State entities. Each entity

takes responsibility for the maintenance of the information (data) for its

own strategic. tactical or operational purposes, but there is no specific

entity charged with the responsibility to maintain information {datal for the

State, This responsibility should be shared between the entities creating

a ·community of interest",

Page - 5
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GOAL:

• Migrate to an overall state architecture that integrates microcomputers,
workstations, LANS, WANS, major computer centers, networks and other
technologies into a uniform infrastructure, without incremental cost to the state.

DISCUSSION:

A uniform infrastructure generates benefits that do not necessarily map to

a neat one-to-one correspondence between investment and return. The

benefits are also. not necessarily contained within anyone entity of the

State. As a consequence, in view of Goal 1, this infrastructure goal is to

be pursued on an incremental basis with no additional costs being justified

solely on the basis of responding to this goal. Over time, the unified

Infrastructure will demonstrate lower development and maintenance cost.

increased pool of knowledge to draw from for system support, and

improved information access across entities of the State.

Page - 6
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Information Resource Management 0

GOAL:

• Employ a consistent state-wide information technology acquisition process

DISCUSSION:

There is clearly an opportunity to reduce the cost of technology

acguisition, support and maintenance by taking advantage of the combined

purchasing power of the State.
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GOAL:

• Invest in information systems human resources to improve the ability of the State

to acquire quality information systems personnel, develop and train the information

systems personnel and retain the personnel acquired and trained, in order to:

•• increase employee productivity;

•• improve operational cost effectiveness; and

•• improve quality of service to the citizens.

DISCUSSION:

Information systems personnel have a significant impact on overall State

productivity and efficiency in view of their direct involvement in the design.

development and maintenance of the automated support systems for

virtually all State functions. Consideration should be given to adopting an

employee incentive performance program. Additionallv. training for

information systems personnel should be provided to maintain the

knowledge base necessary in the rapidly evolving information technology

Industry.
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information Resource Management 0

ORGANIZATION STRUCTURE

In order to pursue a strategic plan, there must be a coordinating entity responsible for

developing the plan, assisting in its execution and in measuring the State's progress in

achieving the goals and objectives of the plan. This section describes, in some level of

detail, the organization that the IRM Special Study believes is required to accomplish this.

Statewide lAM Function and Organization

Background

The leveraged impact of expenditures by the State on Information Technology is much

larger than simply the direct expenditures attributable to Information Technology purch

ases, payroll, and support. The various technologies, collectively, affect virtually all State
functions and significantly influence the ability of the State to deliver services. In order to

fulfill the mission and strategic goals outlined previously, there must be an independent

organization within the State charged with responsibility for the mission. It is the position

of the lAM Special Study that there is no such organization with the appropriate authority

and responsibility to carry out the mission.

NOTE: All references to budget requests in the recommendations

following refer to the budget development process leading to submission of

the Governor's bUdget to the Legislature. These recommendations use a

frame of reference that assumes that budget requests exist only until the

Leaislature approves the budget: at that time budget requests cease to exist

and in their place is an approved budget.
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Recommendations

The IRM Special Study recommends that a Cabinet level department be created to

address Statewide implementation of the Strategic Goals set out by the Special Study.

This department would be created from the transfer of existing FTE and is not expected

to generate any net increase in costs. The tenets of this organization are:

• An appropriate organizational structure should include an executive level position

(Chief Information Officer) responsible for the management of the IRM Department

in the executive branch of State Government. This position should report to the

Governor's office and be subject to oversight by a statutorily defined Board (IRM

Board) composed of agency heads, a representative of the legislature, a

representative of the judiciary, and private sector members. The organizational

structure should address all of the following major IS functions:

Consolidated Statewide Data Centers

The IRM Board should be responsible for reviewing and

evaluating the consolidated data center budget requests,

charge back structure and charge back rates with respect to

their conformance to the State IRM Goals

The IRM Department should be charged with the operations

of consolidated (non-departmental captive) data centers.
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Consolidated Statewide Telecommunications Networks

The IRM Board should be responsible for reviewing and

evaluating the telecommunications budget requests and rate

structure with respect to their conformance to the State IRM

Goals.

The IRM Department should be charged with the

development, management, operations and maintenance of

a Statewide consolidated telecommunications network.

Information Resource Strategic Planning

The IRM Board should be responsible for:

Establishing, revising and maintaining the

Strategic IRM Goals of the Slate and developing

the supporting policies and procedures.

Approving all agency Strategic IRM Plans

annually, consistent with State Strategic IRM

Goals AND Agency Strategic "Business" Plans.

Approving all agency Operational IRM Plans

annually, consistent with Agency Strategic IRM

Plans and State Strategic IRM Goals.
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The IRM Department should be charged with:

Providing staff support to the Board in the

functions listed above.

Interpreting and implementing the goals, policies

and procedures developed by the IRM Board.

Standardizing the I.S. Planning Process and

integrate it with the State/ Agency Business

Plans, including integration of external and

internal state planning variables.

Other State agencies should have the right to appeal these

interpretations by the IRM Department to the IRM Board.

Information Resource Budgeting

The IRM Board should be responsible for:

Reviewing and evaluating all agency IRM budget

requests consistent with agency Operational

IRM Plans and State Strategic IRM Goals.

The IRM Department should be charged with:

Providing staff support to the Board in the

functions listed above.
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Information Resource Procurement

The IRM Board should have authority to:

Review all RFPs related to IRM projects for

consistency with State Strategic IRM Goals and

approved agency Strategic "Business" Plans.

Approve all major IRM procurements

In exercising this authority, is expected that the IRM Board will

conform to State procurement policies, specifically those

policies regarding delegation of purchasing authority.

However, the IRM Board should, through rule making
authority, establish criteria that define "major IRM

procurements."

The IRM Department should be charged with:

Providing staff support to the Board in the

functions listed above.

Information Resource Recruitment and Retention

The IRM Board should be responsible for:

Reviewing personnel hiring, compensation, appraisal and
training policies to assure they are consistent with State

personnel policies, and are supportive of and complementary

to achieving the State Strategic IRM Goals.

Reviewing and evaluating all classification descriptions and
saiaries for Information Systems positions

Page - 13
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Establishing uniform standards and criteria required to be met

by all candidates for senior level Information Systems

positions statewide.

The IRM Department should be charged wit.,:

Developing and implementing the approved personnel policies

within the IRM department.

Reviewing and recommending IRM Board action on all

classification descriptions and salaries for Information Systems

positions

Reviewing, as requested by the IRM Board, all final candidates

for senior level Information Systems positions statewide
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IRM BOARD

The statutorily defined board should have the following characteristics:

Composition of the IRM Board

The board shall have 13 members, consisting of:

• 4 Agency Directors - on rotation

• 2 Legislators, one from the Senate and one from the House

• 1 member of the Judiciary - specific position to be determined

• 4 Private Sector members
SpecificallyI individuals who are in executive

positions in information systems which require
them to deal with strategic and major
operational aspects of Information Resource

Management. Le. Vice-President of Information

Systems, Director of MIS, Vice-President of

Systems Support.

• 2 County/Local Government members

• The IRM Department Director - non-voting member
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Term of Positions of IRM Board Members

• 4 Agency Directors
Staggered 4 year terms, one position ending each year. Each

appointed by the Governor

• 2 Legislators, one from the Senate and one from the House Senate

representative to be appointed by the President of the Senate.
House representative to be appointed by the Speaker of the House

• 1 member of the Judiciary
To be the Administrative Director of the Administrative Office Of The

Courts

• 4 Private Sector members
Staggered 4 year terms, one position ending each year. Each

appointed by the Governor

• 2 County/Local Government members
Staggered 4 year terms, one position ending every other year. Each

appointed by the Governor

• IRM Department Director (State CIO)
Permanent member.
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Overall Responsibilities and Authority of the Board

• The IRM Board will report to the Governor on all matters within the scope

of authority defined for the IRM Board. All actions of the Board are subject

to approval of the Governor

• Have an independent (of other State agencies) and Statewide authority and

responsibility for the IRM function

• Responsible for promulgating standards and guidelines for alllRM resource

utilization in the State.

Duties of the Board

The IRM Board should have the authority to perform the following list of

duties and functions. It is expected that the IRM Board will conform to State

purchasing rules, policies and procedures, State personnel rules, policies

and procedures in the exercise of IRM Board duties and functions.

• Establish and revise the Strategic IRM Goals of the State

• Approve all agency Strategic IRM Plans consistent with State Strategic IRM

Goals AND Agency Strategic "Business" Plans

• Approve all agency OperationallRM Plans consistent with Agency Strategic

IRM Plans and State Strategic IRM Goals

• Review and evaluate all agency IRM operational and capital budget requests

consistent with agency Operational IRM Plans, irrespective of funding

source

• Approve all RFPs related to IRM projects for consistency with State Strategic

IRM Goals and approved agency Strategic "Business" Plans

Page - 17
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Approve policies pertaining to personnel hiring, compensation, appraisal
and training to assure they are consistent with State personnel policies, and
are supportive of and complementary to achieving the State Strategic IRM

Goals

Approve any agency application development effort, either internal or
contracted, that potentially affects more than one agency O.e. payroll,

accounting, etc.)

Provide recourse to State Agencies by rendering decisions in cases where
state agencies take exception to policy actions taken by the IRM
Department.
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IRM DEPARTMENT

Organization Structure

See attached organization charts
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Information Resource Management 0

Duties

The IRM Department should be charged with:

• Providing staff support to the IRM Board

• Interpreting and implementing the goals, policies and procedures developed by the

IRM Board

• Operating consolidated data centers. (If study from Action Item #1 results in

consolidated data centers)

• Developing, managing, operating and maintaining of a Statewide consolidated

telecommunications network

• Developing a centralized pool of highly skilled technical resources for support of

complex projects. This should include a team of Internal Consultants to assist

Agencies with System justification and enhancement efforts

• Developing the concept of I.S. Fee for Service with a structure to recover costs

and generate revenue for the State. Data Resources are an asset to the State and

should be managed as such

• Reviewing and recommending action on all application acquisition or development

potentially affecting or spanning multiple agencies

• Reviewing and recommending IRM Board action on all agency strategic and

operationallRM plans

• Reviewing and recommending IRM Board action on all agency IRM budget

requests, irrespective of funding source.
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Duties

• Providing staff support to the IRM Board

The IRM Department should be charged with:

• Interpreting and implementing the goals, policies and procedures developed by the
IRM Board
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Developing a centralized pool of highly skilled technical resources for support of

complex projects. This should include a team of Internal Consultants to assist

Agencies with System justification and enhancement efforts

Developing the concept of I.S. Fee for Service with a structure to recover costs

and generate revenue for the State. Data Resources are an asset to the State and

should be managed as such

Reviewing and recommending IRM Board action on all agency strategic and

operationallRM plans

Reviewing and recommending action on all application acquisition or development

potentially affecting or spanning multiple agencies

Reviewing and recommending IRM Board action on all agency IRM budget

requests, irrespective of funding source.

Information Resource Management 0

• Operating consolidated data centers. (If study from Action Item #1 results in
consolidated data centers)

• Developing, managing, operating and maintaining of a Statewide consolidated

telecommunications network

•

•

•

•

•
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PLANNING AND SUPPORT SECTION

Mission Statement

To establish the overall strategic IRM Plan Statewide.

Functions

Planning and standards support staff responsible for developing and obtaining

approval of the State Strategic Plan for IRM systems and networks. Standardizing

the I.S. Planning Process and integrating it with the State/Agency Business Plans,

including integration of external and internal state planning variables.

Organization and Staffing

Initial staffing of 5 professional/technical personnel reporting to the State CIO

Funding Alternatives and anticipated costs

Transfer of existing authorized positions and budgets from current agency IRM

units.
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DATA CENTER OPERATIONS SECTION

Mission Statement

To be developed contingent upon the findings of the study described in Action
Item #1.

Functions

Operations and systems support of all non-captive data centers for the State. .c:IlJ.§

currently consists of the DOA data center).

Organization and Staffing

To be developed contingent upon the findings of the study described in Action
Item #1.

Funding Alternatives and anticipated costs

Staffing and funding to be obtained through the transfer of personnel and

associated budgets for data centers to be consolidated. (Costs estimates to be

developed from study proposed in Action Item # 1)
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TELECOMMUNICATIONS OPERATIONS SECTION

Mission Statement

Provide for the transmission of information statewide by the most

expeditious, efficient, and cost effective means available. Timely movement
of information will be accomplished by exploiting technology, sharing

resources, and ensuring development and adherence to standards which
will promote connectivity between all computer platforms.

Functions

• Telecommunications Management including partnership agreement

development and management, management of the IRM
Telecommunications Section, liaison with Agencies

• Technology Research and Planning including pilot projects,
technology evaluation and selection, conduct studies, prepare and
maintain strategic and tactical telecommunication plans

• Network Engineering including backbone network analysis, network

modeling, consolidated design Agency support for planning and
design review

• Quality Assurance and Standards including standards development,
policies and procedures, audit for compliance with standards and
administrative support.

Organization and Staffing

The eighteen month plan would be from 8 to 13 people as defined on the

attached chart. It would include one manager, three to five people in
research and planning, two to four people in Network Engineering and last

two to three people for standards development and quality assurance.
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Funding Alternatives and anticipated costs

1. Allocation of costs among the participating agencies based on a

formula to be developed and voted upon.

2. Transfer of existing authorized positions and budgets from current
agency telecommunications staffing

It is expected that the annual operating costs for the section would

be from $500,000 to $900,000 per year dependent on actual head
count assigned and the number of projects under taken. This is not

new funding however, it consists of the transfer of bUdgets

Benefits

• Cost reduction by eliminating individual agency duplication of lines
to common points of service in communities through out the State.

Additional savings can be achieved by improved utilization of

technical personnel and equipment

• Cost Avoidance through the development of standards will help
prevent costly decisions which leads to equipment that will not
communicate effectively.
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CIO POSITION

Mission Statement

To implement the State IRM Mission, Strategy and Goals established by the IRM
Board.

Functions

To perform the role of the senior Information Technology executive for the State.

To manage the IRM functions of the IRM Department, promulgate policies and

procedures to implement the State IRM Mission, Strategy and Goals and to assist

all State agencies in carrying out the State IRM Mission, Strategy and Goals.

Funding Alternatives and anticipated costs

This position is expected to be funded from the transfer of positions and budgets

from various State agencies and from the net reduction in costs associated with

the recommendations of this report.

Staffing

It is expected that this position will be filled from a nationwide search for

appropriate candidates. The term of this position is expected to be either three or

five years.
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AcnON ITEMS

The items listed in this section are separated into two groups. The first group of action

items are items that the IRM Special Study specifically believes should be pursued at the

earliest possible opportunity. They are generally items that provide either a potentially

significant and fast cost savings or, they are simply fundamentally sound practices in

information technology.

The second group of action items are presented as agenda items for the IRM Board and

IRM Department to address. There are a number of items in this second group that could

be reclassified into the first group, but there is realistically a limit to the number of new

initiatives that can be expected to be successfully undertaken while concurrently trying to

create a new organization.

1. Data center Consolidations

Background

It is the position of the IRM Special Study that significant savings are achievable,

while maintaining existing service levels, through a consolidation of operations of

the major data centers. These savings consist of:

COST REDUCTIONS

• Reduction of the number of personnel required for consolidated operations

• Reduction or elimination of redundant software licensing fees

• Reduction of the total number of hardware platforms required

• Consolidation of network personnel, hardware and software
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COST AVOIDANCE

• Improved return on investment and reduction of Mure incremental costs of
data center expansion

I
I
l
I

• Reduction in total square footage of State office space devoted to data
center operations.

Recommendations

The IRM Special Study recommends that a third party detailed study be performed

of the five major data centers (DOA, DES, DPS, DOT, and DOR) and all other data

centers for the purpose of:

• Identifying the potential gross savings, implementation costs and net

savings to accrue from consolidating operations of these data centers

• Identifying the impact that data center consolidation may have, positive or

negative, with respect to the five statewide strategic IRM goals

• Determining the "appropriate" number of resulting data centers and
identifying whether each is to be considered a consolidated or agency

operated data center

• Identifying and documenting current service levels being provided by each

of the major data centers

• Identifying Statewide functions and responsibilities that should be performed

by the resulting data centers.
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The study should also:

• Identify constraints or mandates imposed by Federal agencies and agreed
to by the State regarding these data centers, such as agreements with the
IRS, NCIC, FBI, etc.

• Identify other funding issues related to hardware and software acquisition,

and ongoing operations

• Recommend the specific site for each resulting consolidated data center

• Include a workplan for migration to the consolidated data center(s) which

identifies transition costs, timetables and staffing requirements

• Provide draft service level agreements for the consolidated data center(s)

that reflect service levels currently being provided

• Identify other feasible alternatives that may achieve either a significant

reduction in cost or improvement in service levels with respect to the five

major data centers

• Collect information regarding the applications portfolio existing in the various
state data centers.

This recommendation assumes that there will be a 15 to 20 percent total savings

documented by the study, with no degradation in service levels. Additionally, it is

assumed that a portion of the cost reduction component of this savings will be

retained in the IRM Department budget to be utilized for improving service levels.

The IRM Special Study also recommends that the consolidated data center(s)

resulting be operated by the Statewide IRM organization on a fee for service basis

to the various agency users.
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Outsourcing

Background

Outsourcing may offer significant opportunities to the State of Arizona, and the IRM

subcommittee therefore believes exploration of various alternatives is

warranted.

At the same time, however, the subcommittee is concerned about the possibility

for unfavorable consequences. Negative potential exists because the State is

relatively inexperienced in the analysis and negotiation of outsourcing contracts.

Outsourcing vendors, on the other hand, have executed many such agreements

and, in the course of so doing, they have developed considerable technical and

legal sophistication.

Outsourcing evaluations typically entail detailed study in areas such as:

• Scope of services

• Establishment of service levels

• Cost/Benefits
• Impact on agency operations

• Personnel and staffing issues

• Transitions to the outsourcer

• Penalties for non-performance

• Transition back to the State at contract termination

It would be in the State's best interests to include these subjects in any serious

consideration of any outsourcing arrangement. Similarly, it would also behoove

the State to take whatever other steps might be necessary to place itself on a "level

playing field" with outsource vendors-e.g., to engage computer, accounting and

legal expertise.
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Recommendations

The IRM Special Study does not believe it prudent for the State to outsource the

entire IRM function for any complete segment of State government at this time.

Consequently, the IRM Special Study recommends that:

• Outsourcing be approached on a pilot basis

• Applications development be excluded from any pilot outsourcing

• The RFI (Request for Information) process could b9 used as a means of

exploring outsourcing possibilities--Le., provide major outsource vendors

with a copy of the SLIM IRM reports, and ask them to respond regarding

areas of significant opportunity.

These recommendations allow the State to gain specific experience in establishing

and managing an outsourcing relationship and to retain, through the applications

development functions, the strategic knowledge base regarding the applications

outsourced.

Additionally, if the State initiates an outsourcing arrangement, the IRM Special

Study recommends that the State obtain sp'~cialized outside technical assistance

and specialized legal counsel in the establishment of the scope of the outsourcing

services, establishment of service levels, development of request for proposals and

the development of the contract documents.
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Statewide Fanancing of Infonnation Systems Purchases

Background

It is the position of the IRM Special Study that significant savings are achievable

through a Statewide Financing arrangement for Information Systems Purchases.

These savings consist of:

COST REDUCTIONS

• Reduction in number and individual cost of software contracts

• Reduced financing costs and interest payments on installment hardware

purchases

COST AVOIDANCE

• Reduction in future incremental costs when expansion is required

• Periodic interest payments to third party finance units.

Recommendations

The IRM Special Study recommends that the State establish a consolidated

function, resident in the IRM Department, for acquisition and support of hardware

and software purchases. This will include the negotiation of the best possible

terms, conditions and rates available.

The IRM Special StUdy further recommends that the State study the alternative of

making the function self funding through the establishment of a revolving fund.

This will result in the elimination of interest payments on purchases.
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4. Telecommunication Network Consolidation

Background

The present cost to the State of Arizona to transmit voice and data state-wide exceeds

$20,000,000. At least eight agencies (AHCCCS, DES, DHS, DOA, DOC, DaR, DOT, and

DPS) are required to provide electronic communications facilities to customer bases which

are located throughout the state. Several agencies also participate in a nation-wide
network.

With few exceptions, each agency uses a separate communications path to provide

service to a common location.

The goal of telecommunications is the movement of information in its various forms in the

most efficient and effective way. The telecommunications network decisions will have

some influence on the equipment standards, however the intent for both issues is to

provide common equipment and access facilities between locations where possible.

For the past three decades, the growth of communications facilities has been primarily

predicated upon individual agencies' needs. In recent years, sharing of common

components, specifically voice communications, has become more evident. Also, the

state microwave system maintained by DPS since the late '60's has been shared for

statewide radio transmission. The microwave system has since evolved into a fail-safe

voice/ data transmission facility primarily for criminal justice users.

In the late '80's, a campus methodology was initiated for data services for Capitol-area

users. A fiber optics backbone was installed by DOA to further enhance communications

capabilities.

Also, several voice/data switches have been acquired by the state. The switches manage

voice and data transmission via high-speed communication facilities between Phoenix and

Tucson, Flagstaff, Douglas, and Florence.
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The State provides a common inter and intra state long distance voice communications

service to most agencies. A central telephone switch is also provided in Phoenix and

Tucson for the purpose of local telephone service on the capitol Mall and the Tucson

Office buildings. Several agencies operate separate switches that provide local service

for their respective agencies.

There may be cost reductions and technology improvements that could be realized by

combining local telephone switches.

A second major expenditure in communications is the multiple data communications

networks installed. The dominant communications protocol used is IBMs System Network

Architecture (SNA), however the communications equipment used by agencies comes

from two primary vendors (AT&T and IBM). As a'result, the management software and

expertise required to install and maintain the data networks is different. Most of the mini

computers also support the SNA communications protocol, however the mini computers

also use their native protocol/Internet Protocol (TCPliP).

Efficiency and effectiveness can be gained by adopting common equipment and

protocols. This can reduce the amount of expertise that is required to install maintain and

operate systems, and provide improved buying power.

Recommendations

1. Migrate toward fewer voice communication facilities and provide full service (Voice

Mail, Automated Attendant, Automatic Call Distribution, etc).

2. Standardize the equipment to aHow centrai management of the network to improve

usage levels and security.

3. Using the proposed network solutions, analyze the various protocol alternatives

and recommend a protocol solution that is consistent with the network alternative

recommended.
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4. Identify short term savings that can be realized through consolidation or other
alternatives.

5. Recommend a schedule tor conversion of all agencies to the recommended
protocol solution.

6. Consolidate all equipment maintenance under common management. Identify the

most appropriate vehicle to accomplish task, either consolidated equipment
maintenance operated by the State or through a master maintenance contract with
a vendor covering all information technology equipment.

The telecommunications section of the IRM Department (See ORGANIZATION
STRUCTURE) should be directed to develop a plan for statewide communications

cons\';'idation. In addition to the five items listed above, the plan should address
developing a statewide ability to direct dial from any state telephone to any state

telephone through the consolidated network. An action plan including the following issues

should be completed within six months of assignment.

• For measurement purposes, prepare an accurate accounting of today's
communications costs and detailed diagrams of current networks

• Using the Fluor Technology, Inc. and Northern Telecomm studies and others as
available as guidelines, determine which actions are still appropriate for:

Metro-area networks

Inter-city communications

Inter-LATA communications
Tail circuits to remote or rural areas

• Determine whether outsourcing or state ownership (fiber, digital microwave, etc)

is most cost-effective for each component

• Explore short-term savings; Le., temporary use of state-owned microwave for inter
LATA or rural area communications
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• Recommend an implementation plan, including a schedule, resource requirements,

and agency (unit) responsible of the action

• Identify network expansion plan to accommodate new technologies that may

require additional bandwidth O.e. imaging, video conferencing, fax).

Develop a single telecommunications network for voice and data (statewide backbone

and metro area network[s]).
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6. Life Cycle Systems Development Methodology

Background

There have been a number of instances in the State where systems have been developed

and/or acquired that subsequently are judged to not sufficiently meet the intended

requirements.

Recommendations

Establish uniform standards for System Development Ute Cycle methodologies, tools

languages, etc. This should include standards for acquisition and use of Information

Engineering and Integrated CASE tools. Any methodology adopted should meet

minimum standards established, such as including the following major components

integral to the methodology:

WORK STEPS DEFINED

• Requirements Analysis

• Work Breakdown Structure

• System Design Document

• Acceptance Test Planning

• Post-Implementation Review

PROCESSES DEFINED

• Project Management

• Change Control

• User Sign-ofts
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IRM Board Agenda

The following action items are intended to provide an agenda for the IRM Board and IRM

Department to begin work as soon as they are constituted.

EMPHASIS AREA: IS ADMINISTRATION AND PLANNING

Develop a statewide Information Systems Planning Team to assist Agencies with

consistency for I.S. Planning.

Centralize the procurement process for Information Systems. This should include the

development of purchasing specialists familiar with the I.S. Industry.

EMPHASIS AREA: APPLICATION DEVELOPMENT AND SUPPORT

Establish a statewide Client/Server Architecture

Develop a statewide approach for the development of Imaging Applications.

Develop a uniform statewide program for the training and development of computer and

telecommunication professionals.
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EMPHASIS AREA: DATA CENTER OPERATIONS

Establish direction and strategy for Data Entry Services. Outsource it, centralize it or

distribute it to the users.

Develop software contracts and agreements at a statewide level rather than the Agency.

Develop and implement a plan for Data Center Operations Automation.

Evaluate the feasibility of a statewide center for equipment repair and maintenance
including microcomputers.

Standardize Operating System Software for all Data Centers. Same release levels, etc.

Establish a Center for Excellence to do Technology Research, Development and

Acquisition.

Set up a statewide plan for Disaster Recovery. This should be integrated with Data
Center Plan.

Evaluate the feasibility of a single computer used by all Agencies for applications

deveiopment. This helps ensure standardization and availability of computer resources

without disruption of on-line production applications.

Commission a study to establish future direction for minicomputer based applications.

Define standards for systems across all platforms. This will include SDLC methodologies

tools, languages, communication protocols, guidelines for co-operative processing and

interconnectivity with other platforms.
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EMPHASIS AREA: TELECOMMUNICATIONS AND NETWORKS

Develop plan for pUblic access into selected State DataBases.

Examine the feasibility of purchasing satellite based bandwidth for inclusion in a statewide

telecommunications network.

Define the approach to establishing Statewide direct dial capability through the

consolidated telecommunications network.

EMPHASIS AREA: PERSONNEL AND STAFFING

Complete Classification Maintenance Review for I.S. positions and provide funding.

Establish a centralized organization for excellence in selection and hiring of 1.5.

professionals for State service. Develop a current database of qualified applicants.

Develop a plan to share and pool scarce technical resources between the Agencies.

Create a Center for Excellence in Management of IS for training and development of

professional managers. This will include partnering with the Universities and Private Sector
companies.

Obtain improved authority for management of personnel resources.

Develop a plan and resources to improve the quality of the 1.5. work environment.

In the absence of a more comprehensive restructuring of the State personnel system,

make all technical positions uncovered and exempt.
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EMPHASIS AREA: END USER COMPUTING

Define and establish statewide standards for End User Computing.

Develop a Plan of Action for improved management of End User Computing within the

Agencies.

Develop standards for open architecture of End User Computing platforms. This should

include data management and protocols for access to mainframe data.

Establish an audit and review capability for End User Computing.

Establish a standardized statewide E-mail system.
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ASCALIMPACT

The potential reductions in costs associated with information technology of the

recommendations of this report range from approximately $12 million to as much as $25

million annually. In most cases further detailed study needs to be performed to assure

that these results are achievable. However, it is the clear and unambiguous intent of the

IRM Special Study that a significant portion of any cost savings realized be retained to

accomplish the strategic goals set out in this report.

Statewide IRM Function and Organization

No net fiscal impact is anticipated by the creation of this organization. Positions

are anticipated to be funded through the transfer of positions, both filled and

vacant from other State agencies. There is expected to be a reduction of the total
number of FTE dedicated to information technology in the State as a result of the

various action items. There is also expected to be a roughly corresponding

reduction in personnel expense.

The State CIO position is expected to be a highly compensated position in order

to attract an individual with the significant experience required. The senior staff

supporting this position are also expected to have similar extensive levels of

experience. The funding necessary to provide these compensation levels is

expected to be provided in part by the net reduction in FTE expected.

Data Center Consolidations

The potential fiscal impact of consolidating the major data centers is estimated to

be between 15% to 20% of the annual information technology budgets, excluding

applications development, of the State agencies involved. This is estimated to be

roughly $10,000,000 to $15,000,000 annually. First year net savings could be

substantially less, depending upon the level of transition costs associated with

consolidation. These numbers also assume that consolidation would not require

building any major new data center facilities.
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Outsourcing

The fiscal impact of outsourcing has not been determined. There may be financial

advantages or there may not. The State will have to pursue more detailed

exploration of this option to determine the net fiscal impact over the long term.

Statewide Financing of Information Systems Purchases

The fiscal impact of this recommendation would amount to the spread between the

weighted average financing rate that the State is incurring less the average return

the State receives on invested funds times the amount of total dollar pool

necessary to be established. The IRM Special Study did not do a detailed study

to determine this total figure. It is assumed that there is a spread between the rate

of return that the State receives on investments and the financing costs the State

incurs that will allow this recommendation to generate savings for the State.

There are issues surrounding the original source of funds to make Information

Systems purchases that may have a significant impact on this recommendation.

Specifically, the manner in which the Federal Government will make funds available

to provide for capital expenditures will need to be closely examined.

Telecommunication Network Consolidation

By eliminating duplicity in the statewide voice and data networks, annual

telecommunications cost can be reduced by an estimated 20%.

5% (cost reduction) $1,000,000

15% (cost avoidance based on growth demands) $3,000,000

20% total $4,000,000

Equipment maintenance costs are estimated to be able to be reduced by 10%.

This amounts to at least $300,000 annually.
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Primary savings will be realized in:

1. Reduction in support for mUltiple voice switching locations
2. Decrease in time to resolve network problems
3. Decrease in cost of equipment purchase and maintenance due to

economies of scale.

Life Cycle Systems Development Methodology

Directly measurable fiscal impact was not estimated. Having a method of
approaching systems development that provides significant commonality across

State agencies is assumed to provide for a more efficient and effective systems

development process, based on industrywide experience.
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IMPLEMENTATION

Since the recommendations from the IRM Special Study require considerable logistical

work in the area of enabling legislation, and subsequent recruitment of a senior staff

position (CIO) and an IRM Board, the Committee recommends some short term actions

to start the process.

The following recommendations from the study represent the most critical in terms of

timeliness and require the most attention to ensure momentum is established:

I. A study to determine the potential cost savings of a data center consolidation.

2 A consolidation of telecommunications networks and operations.
3. Preparation of legislation to establish the IRM Board and CIO position.

4. Complete Classification Maintenance Review for IS positions.

The IRM Special Study recommends that the existing Governor's Automation Oversight

Committee be tasked with preparing a plan to:

1. Initiate the data center consolidation study.

2. Organize an effort to begin telecommunications consolidation.

3. Assign appropriate DOA staff to draft wording for legislative bill regarding :ile

establishment of the Board and CIO positions.
4. Develop the qualifications/job description for the CIO position.

5. Assist in the CMR for IS positions as needed.

The Committee recommends the Governor's Automation Oversight Committee meet once

a week for 1 1/2 hours to begin the planning process.
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EXCEPTlONS

In the preparation of the IRM Special Study Report, the final draft version was circulated

to a number of State agencies for their comment. There are several areas in which there

were exceptions taken to the recommendations to the report. It was felt by the IRM

Special Study that these views should be documented and made available to the SLIM

Steering Committee for consideration. While the IRM Special Study does not necessarily

concur with these views, the IRM Special Study did not choose to take the position of

screening out these views from the SLIM Steering Committee.

IRM BOARDfiRM DEPARTMENT

The composition of the board contained in this report is a compromise between

two widely divergent views as to what the appropriate composition should be. One

view was that the IRM Board should function substantially as an outside board of

directors, in which case the mix should be more tilted toward private sector. The

other view was that this board should be an internal committee consisting primarily

of Agency Directors and the Information Systems Directors.

Observation: These two positions represent substantially different

philosophical views of the function of this IRM Board.

There was no satisfactory Board composition that

allowed for complete reconciliation of these divergent

views.

There were a number of requests made that the report specifically provide for State

agency "recourse" regarding a variety of issues surrounding the authority of the

IRM Board or the IRM Department. The issues most often cited were recourse

over the budget approval/disapproval authority and recourse over potential lack

of service or excessive costs by any consolidated data center. Specifically, in the

data center issue, the requests were for the State agencies to have the authority

to independently pursue outsourcing or reestablishment of intemal data centers.
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Observation: Most of the requests for recourse seem to center
around a lack of recognition of the authority intended
to be placed in the lAM Board. It appears to have a

legitimate basis from an individual agency perspective,

but fails to acknowledge the underlying premise of

establishing an lAM Board and Department - the

statewide approach to managing Information

Technology resources

IRM BOAAD AEVIEW OF AFPs

Several agencies and various individuals took exception to the statement of IRM
Board responsibility:

• Approve all AFPs related to IRM projects for consistency with State Strategic

lAM Goals and approved agency Strategic "Business" Plans.

Generally, the objections pertained to the volume of work this would impose on the

lAM Board and the resulting lack of timeliness and responsiveness of their work.

Observation: It is assumed that the lAM Board will delegate the

detailed analysis of AFPs to the staff of the lAM
Department. Additionally, the IRM Board will have rule
making authority that would facilitate establishing a

minimum threshold, below which, they will not enforce

the review requirements. However, in order to maintain
the overall authority of the lAM Board, the ability to

require review should be maintained.

DATA CENTEA CONSOLIDATION

Both DPS and DOA pointed out issues assor.iated with potentia! data center
consolidation that could:
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• Place the State in violation of Federal Guidelines or

• Jeopardize access to information that would have significant adverse impact

on the agencies ability to perform their mission, which could have serious

financial impact or public safety impact.

Observation: The issues raised by DPS and DOR should certainly be

taken into consideration when examining the possibility

of data center consolidation, and the State should

address each specific risk identified, but these issues

should not automatically disqualify these agencies from

possible consolidation.

OUTSOURCING

DOR identified the same issues that potentially affect consolidation decisions as

affecting outsourcing decisions regarding tax information qnd processing.

Observation: The IRM Special Study is not aware of any State that

has outsourced tax processing and if outsourcing of

tax processing were to be seriously considered by the

State, it would require close coordination with the IRS.
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DIVISION OF PERSONNEL RESPONSIBILITIES
Department of Administration vs. State Agencies

State of Arizona Merit System Personnel Program

I. The Department of Administration's Personnel Division
administers a personnel program for the merit system agencies,
covering some 90 agencies employing about 29,000 employees.

II. Separate personnel programs exist for the State Universities,
the Department of Public Safety, the State Compensation Fund,
the Arizona School for the Deaf and Blind, the Governor's
Office and the Legislature.

III. State Statutes authorize the personnel program and specify
what must be contained in the Personnel Rules. Personnel
Rules promulgated by the Department of Administration
implement the provisions of Statute and govern such personnel
practices as hiring, compensation, discipline, grievances and
standards of conduct. These rules have the force and effect
of law. Further, in order to receive Federal monies, the
State must operate a merit system within the parameters of the
federal merit system principles for those programs receiving
federal monies.

IV. Major personnel decisions are made either by agency management
or the Department of Administration as reflected below.

I
I A. ~fJho determines duties of

positions?

Agency
Management

x

Department of
Administration (DOA)

Personnel Division

I
I
I
I
I
I

B. Who determines organizational
structure of department?

C. Who determines classification
of position?

D. Who determines who will be
hired or promoted?

E. Who determines minimum
qualifications, which
candidates meet the mini
mum qualifications for
appointment, develops tests,
and ranks candidates for
consideration?

F. Who establishes work schedules?

x

x

x

x

x
3



Agency
Management

I
I

Department of
Administration (DOA)

Personnel Division II

G. Who sets performance stan
dards, work objectives
and evaluates employees?

H.

J.

K.

L.

Who determines if an employee
successfully completes
probation?

Who makes final determin
ations on qrievances?

Who establishes salary
ranges and compensation
practices?

Who determines who will
receive a performance
increase?

Who administers the
insurance and other
benefit proqrams?

x

x

Agency management
makes decisions for
all qrievances, ex
cept allegations of
Personnel Rule vio
lation and discrim
ination and sus
pensions of more
than 40 hours
without pay.

x

DOA makes decisions
only on grievances
alleging Personnel
Rule violation and
discrimination.
(Note: The Personnel
Board, a separate
body, makes final
decisions on sus
pensions of more
than 40 hours. These
are appealable to
this board rather
than grievable to
DOA) .

x

X
(Note: The Re
tirement program,
Worker's Compensa
tion, Deferred Com
pensation and Unem
ployment insurance
programs are admin
istered by different
bodies) •

I
I
I
I
I
I
I
I
I
I
I
I

M. Who disciplines and
dismisses employees? x

(Note: Demotions,
suspensions of more
than 40 hours, and
dismissals of perm
anent status state
employees are appeal- 4

I
I
I
I



I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

N. Who determines when
and which positions
should be abolished?

O. Who administers lay
offs or reductions
in-force?

'-
P. Who develops and

implements the Personnel
Rules and statewide
personnel practices
which govern personnel
administration?

Agency
Management

able to the State
Personnel Board).

x

Department of
Administration (DOA)

Personnel Division

x

x

5



I

ARIZONA DEPARTMENT OF ADMINISTRATION
PERSONNEL DIVISION

1831 WEST JEFFERSON' PHOENIX. ARIZONA 85007

This will provide additional information regarding the actions that
occur from the time a position becomes vacant until a new employee
starts work. As we discussed in the Slim Steering Committee
meeting of June 8, 1992, the processing done by the Personnel
Division incorporates only a portion of that time.

For example, of the 1454 requisitions we received for the period of
July 7, 1991, through March 31, 1992, when recruitment was needed
it was 72.3 working days from the time the position became vacant
until a new employee began work. Of these 72.3 working days, only
23.9 involved the Personnel Division. During this 23.9 days the
Personnel Division wrote announcements, advertised in the paper,
accepted applications, scored applications, entered the names into
the Applicant Tracking System and generated a hiring list. The
remainder of the 72.3 days (48.4 days) was spent within the hiring
agency either before the requisition was received by State
Personnel or after State Personnel issued a hiring list and
forwarded it to the hiring agency.

An agency usually has a procedure that involves multiple approvals
before a requisition may be submitted to State Personnel. In some
agencies this is a very long and cumbersome approval chain. In
addition, given the tight budget for the last fe°': years, many
agencies are holding positions vacant for a period before they
request that they be filled. The average amount of time in the

6

J. ELLlOn HIBBS
Director

IVIEMORANDUM

Cecilia Dahl~

Filling of Vacancies

Johny van Nieuwkerk

June 10, 1992

TO:

DATE:

FROM:

SUBJECT:

'ife Symington
Govemor

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I



Johny van Nieuwkerk
June 10, 1992
Page 2

hiring agency before the requisition was sent to Personnel was 23.1
days. Once Personnel issued a hiring list, it also took time to be
worked in the agency. For the 1454 vacancies it was 24.3 days.
That time included receiving the list, distribution. of the list
within the agency, contacting the candidates on the list and making
arrangements for interviews. Once the interviews were conducted
references would be checked. When an offer was made, the candidate
would normally have to give two weeks notice. Given all of these
procedures, it is difficult for the agencies to reduce the amount
of time below 20 working days after they receive the hiring list.

During this period, 20.6 days elapsed before the Personnel Division
received the requisition, 4.4 days were used for processing with
the Personnel Division, and the new employee began work 20.7 days
after the agency received the hiring list.

Similar statistics were true of the previous fiscal year.

For your information, I have included copies of reports for the
time period of July 1, 1991, through March 31, 1992, and also for
the period of July 1, 1990, through June 30, 1992.

I hope this provides additional information for you. If you have
any questions, please feel free to contact me.

CD:jlh

Attachments (2)

7
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P 13176-01 STATE OF ARIZONA - PERSONNEL DIVISION PAGE 163

REQut 5 1T ION SUMMARY REPORT RUN 04/04/92
BY AGENCY FOR PERIOD Of 07/01/91 THRU 03/31/92

RECRUITMENT RECUIRED
AVO AVO AVO AVO AVO

TOTAL VAC TO REQ REQ TO RCV RCV TO CERT CERT TO HIRE VAC TO HIRE
TOTALS REQUISITIONS TURNAROUND TURNAROUNO TURNAROUNO TURNAROUND TURNAROUND

1,454 16.1 7.0 23.9 24.3 72.3

RECRUITMENT NOT REQUIRED
AVO AVO AVO AVO AVO

TOTAL VAC TO REQ REQ TO RCV RCV TO CERT CERT TO HIRE VAC TO HIRE

TOT AlS REQUISITIONS TURNAROUND TURNAROUND TURNAROUND TURNAROUNO TURNAROUND

3,620 14.0 6.6 4.4 20.7 47.2

AVO AVO AVO AVO AVO
TOTAL VAC TO REQ REQ TO RCV RCV TO CERT CERT TO HIRE VAC TO HIRE

TOTALS REQUISITIONS TURNAROUNO TURNAROUND TURNAROUND TURNAROUND TURNAROUND

GRANO TOTALS 5,074 14.6 6.7 9.8 21.7 54.1

P13176-01 STATE OF ARIZONA - PERSONNEL DIVISION PAGE 215
REOUISITION SUMMARY REPORT RUN 06/28/91

BY AGENCY FOR PERIOD Of 07/01/90 THRU 96/30/91

RECRUITMENT REQUIRED
AVO AVG AVO AVO AVO

TOTAL VAC TO REQ REO TO RCV RCV TO CERT CERT TO HIRE VAC TO HIRE
TOTALS REQUISITIONS TURNAROUND TURNAROUND TURNAROUND TURNAROUND TURNAROUND

1,780 13.6 6.5 23.7 25.2 69.9

RECRlll TMENT Ne'T REQUIRED
AVG AVG AVG AVG AVO

TOTAL VAC TO REQ REQ TO RCV RCV TO CERT CERT TO HIRE VAC TO HIRE
TOTALS REQUISIT IONS TURNAROUND TURNAROUND TURNAROUNO TURNAROUND TURNAROUND

5,453 11.9 6.3 5.5 19.3 45.3

00 AVO AVO AVO AVG AVG
TOTAL VAC TO REO REO TO RCV RCV TO CERT CERT TO mRE VAC TO HIRE

TOTALS REOUI SIT IONS TURNAROUND . TURNAROUNO TURNAROUND TURNAROUND TURNAROUND

GRANO TOTALS I 7,233 12.3 6.3 9.8 20.7 151.2
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AGENCY

SUBMIT
REQUISIT ION TO

PERSONNEL

I

DOA PERSONNEL
SUPPORT SERVICES

APPLICANT SERVICES I
ADVERTISING DESK I ANNOUNCEMENT DESK

SECOND THURS. OF
MONTH, SEND MEMO

TO 3 TEAM
SUPERS REQUESTING

CHANGES TO OPEN
CONTI NUOUS (OC)

ANNOUNCEMENTS

- REQUISITION PROCESS
I CERTIFICATION I

PLACE CPU REQs
IN BIN

1
ENTER REQ INTO

COMPUTERI
APPLICANT

TRACKING SYSTEM
(loTS)

ASSIGN TEAM,
ANALYST I SUPPORT

SUPERVISOR
CODE

ANALYST TEAM SUPERVISOR

SUBMIT
OC

CHANGES

'-----'~

- OC MUST GO TO
PRINT SHOP 2
DAYS BEFORE
REGULAR
ANNOUNCEMENTS.

INPUT OC CHANGES
FROM SUPERS I
ACTION ORDERS

INTO COMPUTER,
PRINT DRAFT

INPUT ADD IT IONAL
CHANGES, PRINT

FINAL OC
ANNOUNCEMENT.

SUBMIT TO PRINT
SHOP WITH REQ

1

STAMI' DATE REC'D
ON REQ ASSIGN
TEAM. ANALYST I
SUPPORT SUPV CODE
SEPERATE CLERICAL
PLACENENT UNIT

(CPU) REQs

SEPARATE
REQS BY TEAM

',2 OR 3

., REVIEW OC
DRAF T. SUBM IT

ADDITIONAL
CHANGES

RECEIVE
REQUISITION

\0

REVISED OC
ANNOUNCEMENTS

INCLUDED IN
PACKET FIRST WEEK

OF MONTH

i
SEND "ee COPIES

OF OC
ANNOUNCEMENTS

TO TUCSON
OFFICE

I I I I REQS TO SUPERS,
~ DISTRIBUTION

I TO ANALYST

I I

BH0e1
12119192
PAGE ,



AGENCY

DOA PERSONNEL
SUPPORT SERVICES

APPLICANT SERVICES I
ADVERTISING DESK I ANNOUNCEMENT DESK

REQUISITION PROCESS
CERTIFICATION ANALYST

CHECK COMPUTER.
DETERMINE IF

EKISTING REGISTER
AVAILABLE TO

FIll REQ

TEAll SUPERVISOR

IF REQUESTED BY
ANALYST RUN TRIAL
LIST ON SCREEN IZ 14 I
& PRINT OUT.
SUBMIT TO ANALYST

PULL UP TRIAL
LIST ON SCREEN 13

RECEIVE
TRIAL LIST

NO

NO

CONTACTED
REGARDING
EXISTING
REGISTER

~o

- .. - .. - - .. -

YES

.. -.;m
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DOA PERSONNEL - REQUISITION PROCESS

I SUPPORT SERVICES I I IAGENCY APPLICANT SERVICES I CERTIF ICATION ANALYST TEAM SUPERVISOR
ADVERTISING DESK I ANNOUNCEMENT DESK

Z

REGISTER YES
ACCEPTABLE

NO

PULL HISTORY
FILE FOR THE
CLASS, CHECK

PREVIOUS
ANNOUNCEMENT

•REVISE , CIIEATE
ANNOUNCEMENT

DISCUSS
SELECTIVE WITH

HIRING SUPEIIVISOR

t
REVIEW IIATJNG

PLAN IN HISTOIIY
FILE, DEVELOP NEW

RATJNO PLAN IF
NECESSAIIY

• WORKSHEET, AD
FILL OUT FORM, IIEO,

WOIIKSHEET FOR JOB RATJNO PLAN &
ANNOUNCEMENT HISTORY FILE

& JOB SUBMITTED FOR
AD FORM

~r
SUPER & ANALYST

IIECEIVE HISTOIIY MAKE CHANGES
FILE & TO WORKSHEET,

RATING PLAN AD FORM, REO,
- SINGLE COLUMN, SEPARATE SUBMIT RATING PLAN

T:TLE & SALARY AD FORM 1.0 FORM
OHLY INTO TO

I •- S,NGLE COLUMN 3 GROUPS AD DESK
I-' - D:SPLAY AD JOII WORKSHEET.
I-'

dJ ~
REO & AD FOIIM

~
SUIINITTED TO

APPLICANT
SEIIVICES,DEADLINE
S I'M TUESDAYS

IlHOO3
12119192

PAGE 3



DOA PERSONNEL - REQUISITION PROCESS

I SUPPORT SERVICES I I IAGENCY APPLICANT SERVICES I CERTIFICATION ANALYST TEAll SUPERVISOR
ADVERTISING DESK I ANNOUNCEMENT DESK

9 YJ
210

FILL OUT BULLETIN
CHECK WORKSHEET DESK INFORMATION

FOR CORRECT ON JOB
INFORMATION WORKSHEET

+ +
CHECK WORKSHEET

ENTER AD AGAINST REOS,
INTO MAKE CORRECTIONS

WORD PROCESSOR ASSIGN
ANNOUNCEMENT II

+ ~
SEPARATE - PHX MUll 1.

PRINT ANNOUNCEMENTS - OUT OF TOWN MULTI.
DRAFT INTO - SEPARATES

AD ) GROUPS

t
SUBMIT TO

ANALYST FOR PROOF AD
PROOFING

L./--- ,

MAKE CORRECTIONS,
SEPARATE ADS BY

PUBLICATION &
AITACH PURCHASE

ORDERS

+
CHECK FOR

TRANSFER OF FUNDS WORD PROCESS
(TC61) FOR ADS ANNOUNCEMENTS

HIRING AGENCY IN COMPUTER
WILL PAY FOR

+ +
ADVISE ANALYST IF PRINT DRAFT

TC61 NOT ANNOUNCEMENT
SUBMITTED, AD RUN PACKET BY

I-' TITLE & SALARY let)e All, WED.
N ONLY WITHOUT TC61

~ .. -6. .B ..EAJ.1. BHet4- - • • - - • - .. .. :~~it2~-
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DOA PERSONNEL - REQUISITION PROCESS

I SUPPORT SERVICES I I IAGENCY APPLICANT SERVICES • CERTIFICATION ANALYST TEAN SUPERVISOR
ADVERTISING DESK I ANNOUNCEMENT DESK

" I ~ I I '"

MAKE 29 COPIES OF
SUMMARY WITH I I LJ RECEIVE DRAFT

INITIALS SUMMARY OF
AND DISTRIBUTE CURRENT

ANNOUNCEMENTS
EACH THURSDAY

MAKE 6 COPIES OF
PACKET WITH POST ANNOUNCEMENT
INITIALS ON INFORMATION ON
SUMMARY AND RECRUITMENT
DISTRIBUTE STATUS CHART-:3 _

MAKE II COPIES OF
FILL OUT TC61 PACKET WITHOUT

LOG, COPY TC61'S, ANALYST INITIALS
INSERT IN LOG AND DISTRIBUTE

BINDER

PULL REQS FROM
TRANSMIT TC 61 3 FOLDERS, FILL

ORIGINALS OUT ANNOUNCEMENT
TO DOA INFORMATION

OPERATIONS

SEPARATE REQS,
SEPARATE AGENCY DISTRIBUTE TO

PAY AD, PLACE IN AD DESK, ANALYST
UNPAID BILLS FOLDER, AGENCY

BINDER SEPARATED
BY PUBLICATION

TYPE ANALYST
FOLDER FOR EACH

ANNOUNCED
POSITION, INCLUDE

REQ GOLD COPY

INPUT
ANNOUNCEMENT

CONTACT INFO FRON
PUBLICATION IF REQ INTO

~ I I BILL OR COMPUTER
VJ TEARSHEET

MISSING

SUBMIT
ORIGINAL

REQ TO I
CERTIFICATION I l:)11 tJ I 1I1tH6FOR FILING 121191'12

PAGE 6



DOA PERSONNEL REQUISITION PROCESS

AGENCY
SUPPORT SERVICES

APPLICANT SERVICES I

ADVERTISING DESK I ANNOUNCEMENT DESK

CONTACT
PUBLICATION & DOA

OPERA TIONS TO
CHECK PAYMENT

DOA OPERATIONS
PROVIDE STATUS

OF PAYMENTS

CALL PUBLICATION,
pROVIOE WARRANT
NUMBER, AMOUNT

OF WARRANT

PUBLICATION CHECK
FOR WARRANT, IF

NOT RECEIVED, DOA
OPERATIONS

TRACE WARRANT

INIT IAL & DATE
PO, NOTE WHERE

PAYMENT DIRECTED
& AMOUNT TO BE

PAID

LOO AMOUNT BILLED
IN UNPAID BILL

LOO BOOK

CERTIFICATION ANALYST

EVALUATE
APPLICATIONS

DURING 2ND WEEK
AFTER CLOS ING

DATE

CONTACT
HIRING

SUPER

REANNOUNCE, OR
CANCEL REO

TEAM SUPERVISOR

~

- -

ORIGINAL PO,
ORIGINAL BILL
& I COPY TO

DOA OPERATIONS

I COPY OF
BILL & PO

PUT IN BINDER.. .,. - - - -

LOO INFORMATION
ON RECRUITMENT

IN HISTORY
FILE

.. -:
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DOA PERSONNEL - REQUISITION PROCESS

I SUPPORT SERVICES I I IAGENCY APPLICANT SERVICES I CERTIFICATION ANALYST TEAM SUPERVISOR
ADVERTISIMG DESK I ANNOUNCEMENT DESK

(( ~ ~
GOLDENROD COPY OF

LOG AMOUNT BILLED REQ. ANNOUNCEMENT
IN P.O. TO AGENCY NEW RATING PLAN

PAY LOG BOOK PUT IN HISTORY
FILE

~ !
NOTE AGENCY

BALANCE PULL UNCERTIFIED
IN LOG REQ FROM

CERTIFICATION
FlLES, COMPLETE

REQ INFO & ATTACH
APPS. LOG IN TEAN

LOG BOOK

AGENCY ~OWE NO
PERSONNEL END

FOR AD PLACE APPS &

4
REQ IN BOX
TO REQUEST
HIRING LIST

YES RUN
HIRING

LIST IINFORM
ANALYST 1 ANALYST INFORM

REGARDING • AGENCY
AMOUNT OWED REGARDING

AMOUNT OWED
LOG ON WORK

REQUESTED
BY ANALYSTS IINFORMED I

REGARDING

+AMOUNT OWED

~r PULL APPS ON
HIRING LIST,

!
COpy APPS

ISSUE NEW TC61
OR ADD AMOUNT TO •NEXT TC61 WHEN

NEW AD IS
REQUESTED COMBINE APPS.

HIRING LIST

e YELLOW COPY OF
REQ. HIRING LIST

INSTRUCTIONS.
OTHER

INSTRUCT IONS IF
NECESSARY &

f-'
SUBMIT TO ANALYST

V1 FOR SIGNATURE

dJ B.....9
12119/92
PAGE 9



DOA PERSONNEL - REQUISITION PROCESS

I SUPPORT SERVICES I I IAGENCY APPLICANT SERVICES I CERTIFICATION ANALYST TEAM SUPERVISOR
ADVERTISING DESK I ANNOUNCEMENT DESK

9
ANALYST SIGNS

HIRINO LIST.
RETURNS PACKET

TO SUPPORT
COPY DESK

t
COPY DESK

LOGS & INIT IALS
HIRE LIST

SENT TO
AGENCY

t
REO. , COpy OF

HIRING LIST.
OTHER

ATTACHMENTS
PLACED IN BIN

FOR FILING

t
DOCUMENTS
FILED IN
CERTIFIED
REQS FILE

t
HIRING LIST
PACKET SENT

TO AGENCY

CONDUCTS
INTERVIEWS. IRETURNS
HIRING LIST

I I II DATE STAMP HIRING
LIST. SUBMIT TO

TEAM Z SUPER

;

I DISTRIBUTE
HIRING LIST

~

1 I
TO ANALYST

0\

I

~ - - ...... - - _0- - - "--- "- - .- - .L - __ ta
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DOA PERSONNEL - REQUISITION PROCESS

I SUPPORT SERVICES I I IAGENCY APPLICANT SERVICES I CERTIFICATION ANALYST TEAM SUPERVISOR
ADVERTISING DESK I ANNOUNCEMENT DESK

~
REVIEW HIRING
LIST, ASSURE

HIRE IN
COMPLIANCE

HIRE IN YES
COMPLIANCE

NO

CONTACT APMS I
HIRING SUPER,

DISCUSS
NONCOMPLIANCE

~

APMS ANALYST LIST RETURNED TO
COMPLETES HIRING APMS ANALYST FOR

LIST PROPERLY PROPER COMPLETION
OR COMPLETES FORM

ACCURATELY

IF ILLEOAL HIRE, REVIEWS WITH
MAY REQUIRE APMS MOR. &
ADDITIONAL COORDINATES WITH
INTERVIEWS, EMPLOYMENT MGR.

NULLIFY HIRE

SION OFF
ON HIRING ~

LIST ,

~

-.I
II

llllell
12119192
PAGE II



I DOA PERSONNEL
APPLICATION PROCESS

I
I

I
I
I
I
I
I
I

AGENCY

s u P P 0 R T

APPLICANT SERVICES

S E R V

I
ICE S

CERTIFICATION

APPLICATIONS
RECEIVED BY
MAIL, FROM

AGENCIES,
PERSDNNELL0e;:-....

'---"

RECEIVE
OC

API'S

.............~

LOBBY STAFF
CHECK FOR

SIGNATURE,
ZONE CODE,
CONVICTION

QUESTION

ANALYST

SOME
APPLICATIONS

RECEIVED
DIRECTLY

OPEN
CONTINUOUS

APPLICATIONS TO
CERTIFICATION

PAGE 1 OF 6

TERM
SUPERVISOR

I
I
I
I
I

NOTE - The e charts reflect the basic
flow of pe sonnel requisitiDns and
employment applications. They do not
reflect ce tain special combonents of
the proces )e.g., the appl 'cant
complaint rocedures, which are
relatively regularly involv~d in the
workflow a ea.

y

PilE-CHECK
OPENS MAIL.

DATE STAMPS EACH
APPLICATION,

SEPARATES
APPLICATIONS INTO

OPEN CONTINUOUS
(OC) AMO CLASS
AMNOUNCEO (SO),

SEPARATES
APPLICATIONS

ALPHABETICALLY
BY JOB CLASSES.

PLACES IN
PENOERFLEX

T i
SEPARATES AND

GROUPS
APPLICATIONS BY
POSITION TITLE,

ANNOUNCEMENT
NUMBER, AND
CLASS CODE

18
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DOA PERSONNEL
APPLICATION PROCESS

NO~PPLICATIONYES
....-----~---------...:...,._l COMPLETE &

ACCURATE

AGENCY
s u P P 0 R T

APPLICANT SERVICES

S E R V

I
ICE S

CERTIFICATION

SORT
APPLICATIONS

INTO CLASS
TITLE OADER

IDENTIFY
ASSIGNED ANALYST

& WRITE ANALYST
INITIALS AND

ZONE CODE ON A
APPLICATION

AND REVIEW
APPLICATION AND
ANNOUNCEMENT FOR
PRE-CHECK AREAS

I
PAGE 2 OF 6 I

I TERM
SUPERVISOR

I
I
I
I
I
I
I

NOTE
REJECT

REASON ON
APPLICATION I

ACCEPTED APPLICATION
INFORMATION ENTERED

INTO COMPUTER
REJECTED

APPLICATIONS
NEEDING

SIGNATURE,
SUPPLEMENT,

CONVICTION OR
CITIZENSHIP

STATEMENT BUNDLED
FOR MANUAL

NOTIFICATION

f
ATTACH

INCOMPLETE
APPLICATION FORM,

SUPPLEMENT AND
APPLICATION,

PREPARE FOR
MAILING

I

APPLICAnONS
REJECTED FOR

REASONS SUCH AS
AVAILABILITY,
ETC., BUNDLED
AND PLACED IN

REJECT
BASKET

APPLICATION
INFORNATION AND

REJECT REASON
ENTERED INTO

COMPUTER

I
It

REJECT
APPLICATIONS
SENT TO FILE

ROOII, FILED
IN

REJECT FILES

II

NON-REJECTED
APPLICATIONS l

TO
ANALYST

19
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DOA PERSONNEL
APPLICATION PROCESS

PROVIDE CHANGES
TO CERTIFICATION

SUPERVISOR

APPLICANT
CALLS APPLICANT

SERVICES.
PHONE CLERK
MAKES ADDRESS
CHANGES ONLY

PAGE 3 OF 6

TERM
SUPERVISORANALYST

s

APPLICATION PUT
IN

HOLDING
FILE

APPLICANT RETURNS
INCOMPLETE

APPLICATION FORM
& SUPPLEMENTS

RETURNED.
APPLICATION
PULLED FROM
HOLDING FILE

E

+

SUPERVISOR
PULLS REJECTED

APPLICATION,
MAKES CHANGES

ON APPLICATION
AND IN

COMPUTER

I C

CERTIFICATION

ENTER CHANGES
ON APPLICATIONS

IN
COMPUTER

R V

I

DATA CENTER
PRINTS REJECT
NOTICE. SENDS

TO
APPLICANT
SERVICES

EsP P 0 R T

APPLICANT SERVICES

u

MAIL
REJECT
NOTICE

s

J
II

AGENCY

J
II
II
II
II
II
I
I
I
I
I

SUBMIT
APPLICATION TO

ANALYST
fOR T & E

SCORE

I

TAKES
APPLICATION

FROM BIN FOR
TRAINING AND

EXPERIENCE
(T & E)

SCORE

I SORT APPLICATIONS
BY CLASSIFICATION

AMD
ANNOUNCEMENT

I NUMBERI I I
i

j

I

MISDIRECTED

I APPLICATIONS 20PLACEO IN
LABEL BASKET

J.. 8I (0 VI007C



DOA PERSONNEL
APPLICATION PROCESS

AGENCY

s u P P 0 R T

APPLICANT SERVICES

S E R V

I
ICE S

CERTIFICATION ANALYST

DC APPLICATIONS
EVALUATED AND

RETURNED TO
CERTIFICATION

REVIEW
RATING PLAN

PAGE .. OF 6

TERN
SUPERVISOR

SD APPLICATIONS
FILED IN

REGISTER FILE,
EVALUATED TO

IIEET TARGET
DATE

DEVELOP NEW
RATING PLAN

BASED ON
ANNOUNCEMENT,
IF NECESSARY

I
I
I
I
I
I
I

REVIEW
APPLICATIONS,
SUPPLEMENTS.

RESUMES: COMPARE
EDUCATION AND
WORK HISTORY

AGAINST
RATING PLAN

APPLICATION NO
REJECTED

YES

ENTER REJECT
CODE, ANALYST

INITIALS, DATE,
AND

COMMENTS
IF NECESSARY

INITIAL. DATE,
ENTER RATING

PLAN CODE,
SCORE, SPECIAL ~

FIELD AND
COMMENTS

IF NECESSARY

I
I
I
I
I
I
I

BUNDLE DC
APPLICATIONS,
PLACE IN OC'S

TO BE
SCORED BOX

BUNDLE SD
APPLICAT IONS
ACCORDING TO

SCORE, RETREIVE
ORIGINAL REQ.,

LOG IN REQ. LOG,
COMPLETE REQ.,
PLACE IN TRIAL

LIST OR HIRE LIST
BOX

I

21
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ENTER SO SCORES.
RUNS HIRE LIST OR

TRIAL LIST. 1----.....,
SEP...RATES REJECTS
& ENTER REJECT

CODE

'~APpL ICATION

I REJECTE

NO

+ 1 I

BUNDLE REO. TRIAL LIST.
HIRING LIST. REO OUALIFIED

HIRING LIST ...ppS. AppLICAT IONS
API'S NOT ON LIST TO ANALYST

PUT IN FOLDER

LIT•BUNDLE TO
COPY DESK CHECK REO

AND

t TRIAL LIST
FOR MATCH

APPLICATION WORK
HISTORY COPIED

t
BUNDLE API'

COPIES. 2 COPIES
OF HIRING LIST.

~ BLUE COPY (1) OF
REO. HIRING

INSTRUCTIONS.
SUBM IT TO SUPER

FOR SIGNATURE

I ~

ENTER SO I OC
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ARIZONA S'rAT:!: S:;:RVICi: 'rURNOWR RJ:POR1'
J'Y 1991-92

I)ecamb.r, 1991

The annual turnover ra~. for Arizona stat. Service for the fir.t
half of fiacal yeAr 1991/92 was lOt. Thia turnover rat. do•• not
include transfera/promotiona ~etwe.n State Merit Sy.tem aqenci•••
Thi. rat. r.preaents a decr.a.. fra= la.t years 11' for the .ama
period.

Ther. were 1,373 nparations during thll period, frem a ~a.e of
26,867 perman.nt full-time .mploy.... This i. 18e fewer .eparatiana
than wera experienced in the previous year.

Of the five larqa aqenciss (1,000+ .mploy••a), three r.flect.ed
dacreasea (~OC, ~OR and DIS). Th. D.pArtment af Transportation'.
rate remain.d the lame and the Health Service. rat. increa••d.

The rat•• for the mid-.i~ad agancie. (100-999 employe.s) .mployee•
• howed a downward trend. Thirt••n aqencie. exparienced turnover
rata d.olinea. rive agenci•• experienced turnov.r rate increa••••

Among the .mall aqanciss (11-99 employee.), turnover rat•• alao w.nt
down. The rate. ot sixtean ag8ncies were down over last yeAr, two
agency rata. ramained the same and five Agencial shoW.d a t.urnover
rat.a increase.

Turnoyer ~y Job Classification

In the fir_t half of fiscal year 1991-92 the highest turnovers ware
in the clasaUic.tions of Psychiatric Nurainq Shift Supervi.or
(50\), Nicrc~ilm Technician I (48\), CorrectionAl Medical A••i.t.nt
(42\), Psychiatric Nurae II (42\), Equipment Shop Superviscr (42')
and Mail Clerk I (40\).

Outlook for Next Ouarter

It 1a anticipated that t.he rate will not chanqe .iqnUicantly due to
economic condition. in the labor market.
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.61 saparations out of 114 wera inter-agency tranSifer., promotion., demotion••

1. ~urnover report formula. Thia ~.por~ i. aumula~ive for ~hi. fi.cal year
and quoted in annualized rata., and campariaon. are for the .am- period
1aat yaar. ~h. numbar of activ. poaitiona refer. to filled, permanent,
full-time poaitiona only.

Aqenci.. with Agancia. with
1.000+ Employeel n 91-'2, r! 90-91 11-" Employ.,,, rx 91-92 n 9Q-21

OKS 19\ 17\ Tech Jlaq 36' 31\
COC 12\ 16\ Va1: Ive Cemm 24' 17\
DOR 12' 13\ Pardons/Parol•• 20\ 41\
DOT 9\ 9\ Banlting lS\ 1S'
CltS a\ 12\ Pra. Biat Soc 1'\ 0\

Lib , Archiv•• 16\ 37_
cosmetology 15\ 31\
Liquor 15\ 2U

Aqenclea with Inaurance 14' la\
100-999 Employ.,,, 11 91-9, U 90-91 A2 Ccmm on Art. 13\ 13\

Bd of NurSling 1111 27'
Youth, Trmt G 36'- 18\ Slay G rira Sfty 10\ 3\
RehAb Rae nq 10\ 17\
Pioneera Hem. 24' 25\ '1'reaaurer 9\ 25\
Commerca 2:a 17\ AZ Rad 1'eq " 14\
AHCCCS 17\ la\ A% Biat Sec 5\ g,
Parka 84 14\ 12\ Weigbts/H.a.s 4' 27\
Atty Canl 13' 12' Reg of c:entr 4' 21\
c:erp c:eI'lllU 12\ 14\ Real rstate 3\ 2o,
bar-; Svc{Kil 12\ lS\ P88t centrol Bd 0' "Dept of Ad=in 10\ 20' Sac ol 51:at. 0\ 7\
Dept of Agric 9' 17\ Col' Expo C\ "Idue 9\ 13' Medical Zxam o. 0\
Ind Comm g, 13'
St Retira "8\ 4\
Znv Qualit.y 8' 20\
Watar Res 7\ 17\
Q-=e G Fish 4, "Lott.ery 3\ 12\
Land 2' 18\

I
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J'n'D
IX 'a-91

11\

l'YTD
lX i.-,a

10'

'1'URNOWR RAT! COMPARISONS
FY 1991-9~ va lY 1990-91

Total turnover = All Separations
formula , Activ. po.ition.

~ot&l Sta1:. Service 'ru~ova~ Rat••
(Coe. not include tranaf.r., promotion.
batw••n Itat. ma~it .y.ta= aqancia.)

3. ~ot.l ~rnover Aat•• by State ••rvia. Agancia••
(Include. tran.fera, promotion. betwean Stat.
merit .y.tam aganeia.)



4. Total Turnover Rate. of Kajor State
Service Cla.eellli

Collector II 22\ 13'
Youth Proq Off I 20' H/A
Voc Reh Bve: Spc III la\ a\
Psych Tach III lS\ 15\
Ha.b Tech I 1S\ 12\
Ked Ive. Prq aav Spo 1S\ 19\
Mqmt Anal II 1S' S'

All other. below 1S\

Non: All of the above atatillltics
are extractions frOM automated DOA
turnover report.. Total turnover
rate. ~e calCUlated by 4ividinq
the total number ot .eparationa
by the total numb.r of tu11-time
employe.a and annualizinq the re.ult.
Tht. report lummarize. cover.d Itat.
Service cla•••• only.

Paych Kur.e II 42~

Psych Tech I 35'
Youth Corr Off I 33~

Corr Req Kurse 30'
MY Opr Clk II 27'
elk Typ I 22'
Corr Educ: Prq Tchr 17'
Acct Tech II 17~

Equip ~epr Tech 17'
elk Typ II 16'

All others below 15\
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1,561

5. Cla•••• with Larq••t Raw
N~.r of Separationa.

Cll'P lY 91-92 !X 90-91

Corr svc Off I 186 234
PA Eliq Intv II 63 60
elk Typ II 63 69
clk Typ III S3 46
Sacr.~.~y 3S 48
HV Op~. Clk II 25 13
Hab ~ech II 23 42
Yo~th COrr ott I 22 HIA
Paych Nurse II 2~ 10
Acet Tech II 22 27
Co~r Sve Off II 22 20
elk Typiat I 20 21
Admin Secty I 20 22
Payeh tach I 20 22

tQ~al Bta-t8 Service
Separationa 1;373
(&11 c1....II)

20-50 Poaitions
EX ,Q-'1 In ChI!! lY '1-92 n '0-11

36\ P-r Haq 8hft Sp~ 50' 13'
35' Micro rilm Tach I 4a\ In
HIA Equip Shop supv 42~ HIA
24\ Corr Kael Aut 4:2\ !\
13\ Mail Clk I 40~ 13\
16' Klth Proq Xqr III 36' 0'
NIl. CorZ' Recd. elk I 3n n
19' -Proq cmpl Auc!r II 32' 13'
KIA Nurlinq A.at 30\ 21\
15\ TZ' Q/C Tach III 29' 0'

paych A••oc II 29\ 12\
KV Cpr elk I 28\ 29'
Leqal A••t II 27' n
Payc:holoqist II 27\ 26'
Hlth Ca J'ac: l.p sp 26~ 13'

All otherl below 26\rx- 91- 92 [X 'Q-91

EX 'l-U

51-99 Positions
In closs

100+ PosiU,ons
In Clul

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I



I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

INVENTORY OF STAFF DEVELOPMENT AND TRAINING ACTIVITIES

IN ARIZONA STATE GOVERNMENT AGENCIES:

A REPORT TO PROJECT SLIM

JANUARY, 1992

Prepared by

Lynne L. Manganaro and Lisa S. Nelson

School of Public Affairs

Arizona State University

27



I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

Acknowledgements

We greatly appreciate the opportunity to develop the
questionnaire, conduct the interviews, and report on our
findings. Thanks to Joan Barrett and Project SLIM, and
to the agency admi ni strators who met wi th us: Frank
Secondo of Water Resources, Richard Twitchell of Public
Safety, Terry Stewart of Corrections, Mary Gill of
Econom; c Securi ty ,Judy Barrette of Transpor"tat ion, and
Roger Andrus of Heal th Serv; ces. Thanks also to the
directors and staffs of the other agencies who completed
our questionnaire, and to N. Joseph Cayer, Director of
the School of Public Affairs, for his helpful
suggestions throughout the study.

28



Introduction

Generalizations made about state government staff development and training are
based on a universe of these agencies only.

The information in this report is based on responses to a questionnaire given
to:the following agencies:

The questionnaire asked a series of questions about each of six areas of staff
development and training in the agency:

- New employee training;
- Skill Development: technical, task specific;
- Supervisory training;
- Training for Middle Managers/Professional Development;
- Executive training;
- Personal Development: (employee enrichment, not job-related).

An additional series of more open-ended questions were used in personal
interviews and sent with the questionnaire for the agencies that were not
interviewed.

Dept. of Agriculture
Dept. of Economic Security (DES)
Health Care Cost Containment

System (AHCCCS)
Dept. of Public Safety (DPS)
Dept. of Transportation (ADOT)
Dept. of Youth Treatment

and Rehabilitation (YTR)

Department of Admin. (DOA)
Department of Corrections
Dept.Environmental Quality (DEQ)
Dept. of Health Services (DHS)
State Land Department
Department of Revenue
Dept. of Water Resources "(DWR)

Several points should be kept in mind while reading the information
contained in this report:

1) There is a great difference in size among the agencies surveyed, ranging
from DES, with over 8,000 full-time employees, to the Department of
Administration, with approximately 100 full-time employees.

2) The large and medium-sized agencies maintain separate Employee Training
Offices of some kind, but the small ones do not (with the exception of DEQ,
which does).

3) Three agencies maintain a major training presence outside of the
metropolitan Phoenix and Tucson areas: Corrections, DES, and ADOT.

4) Three agencies (DES, DHS, and DPS) contain relatively autonomous divisions, .
and a more thorough survey than this would reach each of their major subunits.
Training records in these three agencies are not centralized.

The information on DES was gathered by its Office of Human Resources.
Each division tracks training information differently.

Information on DHS relates mainly to its Office of Human Resources,
which trains employees in the State's Personnel Policy and supervisory skil :.
Not included are the many different types of training that occur in connect on
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with the State Hospital.
Information included on DPS focuses on the Advanced Training Division.

Other divisions keep their own records.

5) Several agencies track their training in a format different from the way
our questions were organized. Missing information should not be interpreted as
a lack of recordkeeping.

6) Everyone we interviewed gave us valuable and detailed information that we
could not comparatively summarize in this report.
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Basic Employee Profile of Agencies

1. Number of employees (in descending order):

Large agencies (>3000 employees): DES, Corrections, ADOT.

Mid-sized (1000-3000): DHS, DPS, Revenue •.

Small «1000): AHCCCS, YTR, DEQ, Agriculture, DWR, State Land, DOA.

DES, DEQ, and Revenue make comparatively high use of part-time employees
(approximately 10%).

2. Location of Employees

Corrections, DES, ADOT, and DPS maintain a strong proportional presence
outside of the Phoenix and Tucson metropolitan areas. More Corrections
personnel are outside the cities than inside. AHCCCS, Agriculture, DES, State
Land, DPS, and ADOT have more personnel outside the metropolitan areas than in
Tucson. All of the agencies except for Corrections have more than half of
their employees within the Phoenix metropolitan area.

3. Agencies with district or regional offices outside the Phoenix and Tucson
metropolitan areas:

A majority of the agencies have at least one district or regional office
outside the Phoenix and Tucson metropolitan areas. Five do not: DOA,
Agriculture, DHS, Revenue, and YTR.

4. Agencies with separate Employee Training Offices:

Most agencies have separate Employee Training Offices. The exceptions
are AHCCCS, Agriculture, State Land, DWR, and YTR.

5. Agencies with Employee Training Office branches outside of metropolitan
Phoenix and Tucson:

Only Corrections and ADOT have Employee Training Office branches outside
of the metropolitan areas. Corrections training occurs at eight correctional
facilities, the Academy in Tucson, and the Central Office in Phoenix.

6. Number of Employees Trained in 1990-91, at what cost, and budgeted for
1991-92, by category of employee.

No agency tracks its training, either in numbers trained or in dollars
spent, in the exact tabular format which this question used (with the possible.
exception of Corrections: see also question #7 in this section). Very few
agencies were able to pull together this information completely in the short
timeframe available.

Some agencies count the total number of classes provided, rather than
the number of participants,and some employees may be taking more than one
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class in more than one category.
Another ambiguity is that the distinctions between new employee and new

supervisor training, supervisor and mid-level manager, and the definition of
personal development training vary from agency to agency. What some agencies
treat as personal development, others bUild into some or all of the other
categories.

7. Training funds allocated for different categories of employees:

Only Corrections and CPS allocate training funds separately for
different categories of employees. Revenue has one small separate category.
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Description of Training Provided by Agencies

I. New Employee Training - The following questions refer to
employees who were hired during the last Fiscal Year.

1 and 2. Profile of hires and training they received last year:
Corrections and DES hired the most employees in the last year

(approximately 1200 each). All new Corrections employees received new employee
training. In DES and DHS, training is division-specific, and the summary
information was not available in either agency's Office of Human Resources.

AHCCCS, Revenue, ADOT, and YTR each hired between 100 and 400 employees.
AHCCCS has no record of how many were trained. All new and newly promoted
Revenue employees received training. Approximately 5/8 of new Transportation
employees received training, and approximately half of new YTR employees
received training.

Agriculture, DEQ, State Land, and DWR each hired less than 100 new
employees, and 100% (or more) received training, with the exception of
Agriculture, which provided no training programs for new employees.

In DES and DEQ, there were more new employees trained than there were
new employees, due to multiple classes. DPS graduated 28 new officers from
basic training.

DOA reported 600 new employees which all received training; this must
refer to new employees from other agencies.

3. What is the funding source for new employee training?

In several agencies, funding for new employee training is simply part of
the department's or particular division's general operating budget (DOA,
AHCCCS, Corrections, State Land, Revenue, and ADOT). Agriculture reported
that DOA's Personnel Division provides the money for its new employee
training.

In DES and DEQ, federal funds also support some parts of new employee
training. Additional funding for DES is provided by the separate Child
Protective Services Training Fund and AHCCCS, and DPS new officer training
receives support from ALEOAC (Arizona Law Enforcement Officer Advisory
Council).

4. How much of new employee in-state training occurs outside the Phoenix and
Tucson metropolitan areas?

Most agencies perform all their new employee training in the Phoenix or
Tucson metropolitan areas. DES' Office of Human Resources taught about 1/4 and
DOA and ADOT taught about 1/3 of their new employee classes outside the
metropolitan areas. DES' Child Care Administration provides on-the-job
training in all districts, and the agency's Division of Developmental
Disabilities trained 276 in 3 non-metropolitan districts. Corrections and DPS
utilize new employee training academies in Tucson.

5. Tne following components of new employee training are federally mandated:

Four agencies listed federal training mandates. DES divisions have
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program-specific mandates. DEQ, ADOT, and VTR mentioned federal safety
training requirements, and Transportation mentioned training related to
personnel and workplace practices: Equal Employment Opportunity, Preventing
Sexual Discrimination, and the Americans with Disabilities Act.

NOTE: Some federal mandates are program-specific and others are tied to grant
requirements~ Training in EEO, Preventing Sexual Discrimination, OSHA
(including right-to-know), and the Americans with Disabilities Act is required
for all agencies receiving direct or indirect federal funding. Compliance with
some of these regulations may involve agency-specific situations.

6. The following components of new employee training are mandated by state
laws:

Six agencies listed training mandates derived from state law:
Corrections, DES, DEQ, DPS, Revenue, and VTR. DOA reported that 100% of its
new employee training is mandated by state law.

7. The following components of new employee training are mandated by agency
regulations:

Ten agencies have training requirements that are based on agency policy:
DOA, AHCCCS, Corrections, DES, DEQ, State Land, DPS, Revenue, ADOT, and YTR.

8. What additional training is provided by your agency beyond the above
mandates?

Eight agencies provide training beyond that mandated by federal, state,
or department rules and regulations: DOA, AHCCCS, Corrections, DES, State
Land, DPS, Revenue, and ADOT.

9. Method of new employee training:

All responding agencies provide new employee training through classes,
except for DWR. Most agencies additionally provide on-the-job training, with
the exceptions of Corrections, DES, DHS, and YTR.

10. If new employee training includes a formal program, how long has this
program been in place? .

Corrections and DPS have the longest running formal new employee
programs (20 years). DOA's new employee training has been going on for 14
years. ADOT and the DES divisions have had such training programs for about 10
years, AHCCCS, State Land, and Revenue about 5 years, and VTR's program is
less than 2 years old. Agriculture, DEQ and DWR do not have such programs per"
se. DHS expects to re-institute a new employee program under the leadership of
the new director.

11. How does the agency assess the need "for training among its new employees?

Two general strategies are followed to assess the training needs of new
employees: formal surveys and task analyses of training needs, and supervisor

~
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recommendations. A third strategy in some agencies is to develop training that
addresses operational problems. DOA, Corrections, DES, DPS, Revenue, and YTR
conduct formal needs assessments, and AHCCCS, DEQ, and Land State rely on
supervisor assessment. Transportation combines the first two strategies.
Agriculture does not assess its new employee training needs.
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II. Technical Skill Development -- The follOWing questions pertain to
technical skill training unrelated to employee supervision or managerial
skills.

1. What technical training programs are unique to your agency (unlikely to be
offered by other state government departments)?

All agencies except Administration require a set of function-specific
technical training for their employees. Some functions are reqUired in more
than one agency (computer, First Aid/CPR, Stress Management), but of these,
the context for the practice of the skills may vary, for example, with the
computer systems and software programs utilized.

2. Who provides the training?

Most agencies reported that their employees receive technical training
from a combination of in-house, other state agency, and outside prOViders.
Land and Water Resources do not provide·technical training in-house. AHCCCS,
Agriculture, Corrections and Revenue do not use other agencies or outside
sources for their technical training. Most DHS technical training is specific
to the State Hospital.

3. What are the sources of funding for technical training?

Most agencies rely on a combination of federal and state sources for
funding technical training for their employees. AHCCCS, Agriculture,
Corrections, Revenue, DWR, and YTR technical training are supported by state
funds alone. Some DES technical training programs are paid for from trust
funds.

4. Which technical training courses are mandatory, for which employees?

There is a wide mix of mandatory technical training that is task-
specific for the employees performing those tasks. .

5. Please note other opportunities for technical skill training outside the
agency.

Most agencies report using a variety of outside providers for various
aspects of technical training, including federal agencies in related policy
areas, private companies that are in the training business or provide product
or serVice-specific training, and local community colleges and universities.
DOA was mentioned frequently for its computer classes.
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III. Supervisory Training -- The following questions address the subject of
training employees in supervisory skills.

1. Agencies in which newly appointed supervisors receive formal supervisory
training:

Agriculture, Corrections, DEQ, DPS, Revenue, ADOT provide all new
supervisors with formal supervisory training. DES and DHS have set that goal,
but have had difficulty.meeting it. In DES, high workload demands do not
permit all remotely-located supervisors to attend training. DOA, AHCCCS,
State Land, DWR, and VTR do not provide formal training for all their newly
appointed supervisors.

2. In which agencies is it a requirement?

Supervisory training is a requirement in all agencies except DOA,
AHCCCS, State Land, and VTR.

3. Who conducts this training?

Most agencies train supervisors internally, but also support use of the
Certified Public Manager program provided by DOA and ASU. Corrections, DES,
DHS and DPS supervisory training are only provided in-house. AHCCCS,
Agriculture, and DWR do not provide internal supervisory training.

4. What is the funding source for supervisory training?

Supervisory training is paid for by state funds in the agency's budget.
The Child Protective Service Training Fund also supports supervisory training
for the ACYF division of DES.

5. Is supervisory training available outside metropolitan areas?

Supervisory training is offered at locations outside the metropolitan
areas by DOA, Corrections (at its facilities), by DES (through the Office of
Human Resources' Management Development Program), by DHS, and by ADOT. DEQ
provides such training in cooperation with DES, and Agriculture supervisors
attend DOA classes in outlying areas. State Land, DPS, Revenue, DWR and VTR do
not offer supervisory training outside the metropolitan areas.

6. What components of supervisory training·are federally mandated?

Four agencies reported federally mandated components of supervisory
training: Agriculture, DES, DHS, and ADOT.

7. What components of supervisory training are mandated by state laws?

Three agencies reported state mandated components of supervisory
training: DES, DHS, and DPS.

8. What components of supervisory training are mandated_by agency
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regulations?

Over half of the agencies reported agency-level mandates for supervisory
training: DES, DEQ, DHS, DPS, Revenue, ADOT, and DWR..

9. What additional supervisory training is provided by your agency beyond the
above mandates?

Half of the agencies reported additional supervisory training beyond
federal, state, or departmental mandates: DOA, Corrections, DES, DEQ, DHS,
DPS, ADOT.

10. How is most supervisory training managed?

All agencies use a classroom format to provide supervisory training.
Most also train on-the-job, and ADOT offers self-taught supervisory training.
Revenue is currently converting some courses to a self-teaching format. DHS
and DPS make use of outside trainers on occasion.

11. If supervisory training includes a formal program, how long has this
program been in place? .

Agency experience with supervisory training varies. DPS has always had a
supervisory training program, but its 40 hour program has only been in place 5
years. DOA's supervisory program has been in place for 14 years. The OHR
Management Development Programin.DES, Revenue, and ADOT supervisory programs
have all been in place for 10 years. Corrections, DHS, and the Rehabilitation
Services and Family Assistance supervisory programs within DES have been
operating from 4 to 6 years. The ACYF supervisory training program was piloted
and implemented last year. DEQ, State Land, DWR, and YTR do not have formal
supervisory programs. Agriculture has been using DOA's program since the
latter agency began Management by Objective training.
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IV. Training for Middle Managers/Professional Development -- The following
questions address the training and development opportunities available
to mid-level managers in your agency.

1. What training in general managerial skills is available in the agency?

Agencies reported a variety of middle-management training formats. All
agencies reported the availability of participation in the Certified Public
Management Program. Corrections, DES, DEQ, and ADaT provide general
management training internally. Most agencies support some form of outside .
mid-level management training, such as the Advanced Public Executive Program,
business and public administration management courses, private sector training
companies, EPAS (in State Land only), and FBI and Northwest University Traffic
Institute (in DPS only). AHCCCS, Agricu~ture, and DOA did not report using
outside training in this area.

2. What, if any, portion of that is mandatory?

Five agencies (Corrections, DES, DHS, State Land, and ADOT) reported
that portions of their general managerial training are mandatory. ADOT
reported that general managerial training was lOO~ mandatory.

3. What agency conducts these programs?

(question/answers dropped because redundant with #11

4. Tuition Reimbursement:

All agencies provide some sort of tuition reimbursement for managerial
skill training outside the agency, except for Agriculture.

5. Funding source for this level of training:

Mid-level Manager and Professional Training is funded out ~f each
agency's operating budget. DEQ and ADOT utilize federal funding for this
level of training, also. For DEQ, some of this training is provided directly
by EPA.

V. Executive Training -- The following question pertains to training and
development for senior level agency executives.

1. What types of executive-level training are available in your agency?

All agencies make available Executive-level training through the
Advanced Public. Executive Program, other outside providers, and tuition
reimbursement for advanced degrees, except for DOA. The other exceptions are
that Agriculture and Revenue do not utilize other outside providers, and ADOT
only pays for relevant courses, not the degrees. Agriculture does not provide
tuition reimbursement for this level.
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VI. Personal Development -- The following questions relate to programs in
your agency that are available for employee enrichment and development,
and not to job-related training.

1. What personal development/employee enrichment training is provided by your
agency? .

DOA, Agriculture, AHCCCS, Corrections, and DWR reported no training in
this area. ·The other. agencies reported making available the following
programs:

DES: Employee Assistance Program contracts wi Contact, Inc. for 26 Self
Improvement classes, 9 Health promotion and Wellness classes, and 5
supervisory-related classes.

DEO: Stress Management, Interpersonal Communication, Time Management, Problem
Solving, and other training, such as Smoking Cessation.

DHS: Stress Management, Smoking Cessation, Image &Self-Projection.

State Land: Training library of Personal Development books and tapes.
Occasional Stress Management course.

DPS: Employee Peer Counseling Program, Self-Improvement Video Training
Program. and Health and Wellness Program - Volunteer participation only on
last.

Revenue: Encourages Career Development 'and offers a course for employees to
facilitate this process.

ADOT: Integrates concepts and skills into other training and makes avail~ble

separately in a variety of classes, self-study programs, and videos.

YTR: Provides tuition reimbursement, participation in conferences,
professional associations, seminars, and access to DOA Personal Development
Training Program.

2. What are the funding sources for this training?

Most agencies fund employee personal development programs out of their
general or training budgets. DES uses federal funds, and DPS draws from a
variety of internal funds and outside contributions.
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Summary of Responses to Open-Ended Questions

1. What are your agency's overall goals for meeting its training and
development needs? .

Overali, agencies responding to this question stated that their training
and development goals corresponded with the agency's mission and objectives.'
The Training and Development/Human Resources Department is assigned the task
of generating the training component for each goal. The training and
development goals were also specific to each agency's function. For example,
some training is driven by federal and/or state mandates, and training and
development goals reflect these mandates. Many agencies also stressed a
commitment to both the employee's career and personal development. The
philosophy behind the commitment encompassed doing the job better and at less
cost; improving skills, knowledge and abilities; and placing a value on human
resources. One agency exclusively focused on supervisory training. 2

2. Do you anticipate these goals changing in the near future? In the long
term?

Most of the agencies responding to this question stated that they would
not anticipate their training and development goals changing either in the
near future or in the long-term. Respondents felt that budget constraints
reduced any chance of expanding training and development operations. However,
there were a few exceptions. Two agencies related that goals were assessed
yearly via needs assessment and/or administrative decision. 3 Another agency
reported that training goals were tied to the agency's five-year plan. 4 Due
to technical changes and resource availability, one agency felt its goals
would shift in the long-term. s

3. What is your agency's strategy for assessing its training and development
needs?

Most of the agencies responding to this question stated that they
utilize some type of formal or informal needs assessment on.a regular basis. 6

Assessments deal with the various skills, knowledge and abilities required for
each position, including equipment. The assessments are initiated in one of
two ways: either by the employee development office itself or by individual
work units. They are conducted at least once a year, some occurring more

, DOA's goals are determined through a state-wide survey conducted in 1990.
2 DHS. .
3 Corrections, and ADOT, which works out training implications of the

department's annual strategic plan.
4 Revenue.
S DEQ.
f Agricuitun:! has no plan due to lack of funds. AHUCS is currently

developing an in-house training program. In DOA assessments are conducted as a
regular part of the training class.
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frequently. One agency reports sending the assessment questionnaire to every
position, plus one above and one below. 7 Another agency reports the lack of
a formalized assessment plan due to lack of funds.

4. What requirements must your employees meet to be reimbursed for tuition
expenses~

Most of the agencies responding to this question have a tuition
reimbursement program included as a formal part of their agency's operating
procedures. s Courses must be job-related and approved by the employee's
supervisor, unit manager, or employee development office, depending on the
agency. Applicants must achieve a grade of ·C· or better in the course. Most
agencies also reimburse the employee for the cost of books. 9 One agency
requires that the employee remain with the agency for 6 months after course
completion. 1o For all agencies, employee participation in the tuition
reimbursement program is subject to avail abil ity of funds.

5. Which segments of training and development are available from an outside
'provider?

Most of the agencies responding to this question report a wide range of
options available from an outside provider. The larger agencies which have
well-developed employee development offices relate that most training is
conducted in-house, whenever possible. 11 Agencies which have specialized
training for certain occupations 12 have to utilize outside providers in order
to meet their training mandates. The most common training categories are
general management (professional and employee skill development) and
specialized technical training (job-related and computer13

). Agencies also
encourage employee development through formalized educational channels such as
community college and university level degree programs and classes.

--

6. What is your agency's policy on using outside providers?

The agencies responding to this question report varying degrees of
policy support regarding outside providers. Some agencies which have in-house
facilities turn to outside prOViders when classes cannot be prOVided by the
agency due to cost or specialization. Other agencies too small to
operate/staff in-house employee development offices strongly encourage
participation. Agencies which require specialized tr~ining frequently utilize

7 DPS.
S Agriculture reports no funds budgeted for tuition reimbursements.
9 AOOT has a limit on tuition and books. Revenue pays 75% of the costs.
10 mm.
'1 DPS, ADOT and DES.
12 DES, DHS, Corrections, DPS.
13 AHCCCS contracted out for short-term word processing training due to

cost-effectiveness.
42
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services from outside providers. These services range from contracting
trainers to teach specific classes to sending employees out-of-state.

7. What training and development services are currently offered to your
agency's employees in cooperation with DOA?

Most of the agencies responding to this question relate that the
Certified Public Managers Program is the most frequently used DOA service. It
should be noted that some of the agencies expressed dissatisfaction with
levels I-III of the CPM program and where feasible these agencies have
supplemented the program with their own version. Most of the agencies also
utilize DOA courses in computer training such as wordprocessing, spreadsheet
and database management. Agencies without in-house training and development
offices report a greater demand and higher frequency of use for DOA services.

8. Does your agency make available videos or computer-assisted instruction in
job-related or personal development are~s?

Almost alloT the agencies surveyed report the availability of video or
computer-assisted instruction for their employees. Some agencies have
libraries with extensive selections. In two agencies, these services are
conveniently listed in the agency's training catalogue. 14 The videos, both
purchased and developed in-house, cover a variety of job-related and personal
development subjects. All of the materials are available to employees on a
check-out basis.

9. Are there any concerns in your agency about the quality of new hires that
lead to specific training issues?

Most of the agencies responding to this question ~oiced concern over the
quality of new hires and the workforce in general. Most state agencies do not
require any extensive screening before hiring new employees. 1s The most
common problems were literacy levels, written and verbal communication skills,
and math skills. One department expressed the need for bilingual employees,
and not limited to Spanish-speaking. 16 Another agen~ expressed concern over
the lack of job experience held by their new hires. 1 Finally, phone skills
seemed to be a major area of concern for those agencies who deal directly with
clients and/or the public.

14 ADOT and DPS.
1S The exception to this are DPS and Corrections, whose new hires undergo

extensive screening and pre-service training.
16 For DES appropri ate compensation for bi 1i ngua1 skill s needs to be

addressed as well. Bilingual employees are often pulled off their own work to
assist with translaticn~

17 DWR hires many new college graduates due to the technical nature ot tne
jobs performed.

43



10. Does your agency give employeus a set amount of training dollars that
they can draw on? If so, do the amounts available vary among categories of
work.ers?

Almost all of the agencies responding .to this question report that there
are no set-aside training dollars for individual employees. Training dollars
are distributed to the employee development offices and/or taken from regular
di vi sion budgets. 18

11. Are there any innovations in staff development and employee training in
. your agency that you would lik.e Project SLIM to be aware of?

Most of the agencies with in-house training capabilities are engaged in
or planning some type of innovation in their training programs. Some of the
innovations involve the production of video tapes and computer-based training
programs. Another involves a coo~erative degree progra~ between the agency
and the local community college. 1

- Other agencies are experimenting with
dynamic training styles rather than the standard lecture format. These
include role-playing, critical scenarios and behavioral-based teaching
methods.

18 There is one exception. State Land does set aside a certain number of
training dollars for as an award for employees of the quarter and year.

19 ~OA engages in a similar concept called Delegated Faculty.
44
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CERTIFIED PUBLIC MANAGER PROGRAM

A comprehensive series of courses designed to provide the
pUblic sector supervisor/manager or manager-candidate with
state-of-the=are management theories, principles and techni
ques so that he/she can be a more effective manager.

Level I: Introduces concepts and techniques of modern manage
ment in state government. Emphasis is on manager-employee re
lationships and on goal orientation as it is required for
developing and maintaining a positive work environment. Topics
include introduction to management, communications, delegation,
employee evaluation, discipline, orienting the new employee and
managing your supervisor. (5 days)

Level II: Enlarges on concepts and techniques introduced in
Level I. Emphasis is on manager's role in the broader organi
zational context, productivity and improving and maintaining
employee morale. Topics covered include assessing management
practices, ethics, motivation, organizational communications,
equal employment opportunity and the manager's role, personnel
aspects of management, grievance system and employee-management
relations. (5 days)

Level III: Focuses on the role of the manager as a work group
leader and on techniques for developing and maintaining a cohe
sive, productive work unit. Topics include behavioral analy
sis, group dynamics, change management, conflict management,
group problem-solving and decision-making, case studies and how
to plan and lead successful meetings. (5 days)

Level IV: An in-depth study·of the management process.
Included are the functions of planning, organizing, leading,
motivating, and assessing performance within a major organiza
tional unit. The course analyzes forces of change in American
society and the probable impact on public organization and man
agement practice. To be offered by Arizona state University
faculty. (11 days)

Level V: Focuses on a systems approach to management. Discuss
ed are dynamics of a public agency-its administrative elements,
the inter-relationship among those elements and the interaction
between the agency and its environment. A portion of the
course work is devoted to computer use in applying systems ap
proaches to day-to-day administrative concerns. (6 days)

Level VI-A: Discussion of managerial decision-making; using a
variety of case studies as well as discussion of topics on man
agerial ethics and professionalism. (5 days)

Level VI-B: Uses a simulation as a capstone experience. It
summarizes and synthesizes all that has been learned in the CPM
Program. (5 days)
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Sec. 23. Service credit buy=out program: relocation
reimbursement: transfer of law enforcement merit system
employees to state service

A. Notwithstanding Section 41-783 or 28-235, the department of administration
shall establish procedures for:

1. A service credit buy=out program to avoid or reduce the need for a reduction
in force in agencies under the Governor's jurisdiction. Payment under such a program shall be
limited to those employees whose jobs are scheduled for abolishment and who elect to separate
from state government rather than invoke reduction in force rights or avail themselves of the
department of public safety enhanced retirement program. Payment shall not exceed one week
of pay at the employee's current weekly salary for every one year of service up to a maximum
of twelve weeks pay, with partial years of service being prorated.

2. A limited relocation reimbursement expense program to avoid or reduce the
need for a reduction in force in agencies under the Governor's jurisdiction. Notwithstanding the
provisions of section 35-196.01, payment may be made for reasonable relocation expenses to
employees whose work location will be changed to a distance of more than seventy-five miles
from their current work location. All such payments are subject to the availability of monies
and shall not exceed one thousand dollars for any individual.

3. Employees covered by the law enforcement merit system council to transfer
into state service positions, as approved by the director of the department of adminstration, to
avoid or reduce the need for a reduction in force. This section does not mean that the retirement
rights and privileges earned by the employee under the law enforcement merit system council
are transferred to state service unless otherwise provided by department of administration
personnel rule or law enforcement merit system council rule.

B. In carrying out the provisions of this section the procedures are exempt from
the administrative procedures act as outlined in Section 41-1055.
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Assumptions:

ESTIMATE OF COSTS FOR
SERVICE CREDIT BUYOUT PROGRAM

• That the positions to be abolished will be distributed in such
a manner that the average salary of the incumbents will equal
the average salary for state employees overall.

• The average years of service for state employees is 6.7 years.
Because approximately 50% of the state employees have five or
fewer years of service, the proposed buyout costs were
calculated using two years of service figures - five and seven
years.

47

$3,063.20

$ 520,000

$ 437.60
7

$ 370,000

$2,188.50

$ 437.60
5

Cost Per Employee:

Times 170 Employees:

Estimated Calculations:

Average Salary Per Week:
Times Number Years Svc:

• Average salary for permanent merit system employees, as of
3/31/92, is $22,755 annual; $437.60 weekly.

• Project SLIM Recommended abolishing approximately 1,700 filled
positions. To cost this proposal, it was assumed 10% of the
employees in those positions, or 170 employees, will accept a
buyout.
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RETIREMENT ENHANCEMENT PROPOSAL

Submitted by:

Arizona Department of Public Safety
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The Department of Public Safety is submitting the following proposals for retirement
enhancements for your consideration.

With a need to embrace the economic realities that are affecting our state, combined with the
fact that the majority of the state's monies are allocated to personal services, the major
compOnent to saving monies centers on some method of reducing the size of the state payroll.

State government as a whole currently has a turnover rate of approximately 11 %. This attrition
rate will be beneficial to most state agencies in meeting their goals in any reduction in force.
However, the Department of Public Safety has a turnover rate of less than half the rest of state
government, approximately 5%. To compound this situation, the sworn or commissioned
employee that composes almost two-thirds of our entire complement has a turnover rate of
approximately 2-2.5 %. Attrition is not a viable alternative for DPS in any immediate reduction
in force.

In order to facilitate a reduction in force, the Department is proposing legislation to provide
retirement enhancements as an incentive for employees to voluntarily terminate their
employment. The proposal consists of three areas that would provide additional benefits to
individuals who retire with 20 years or more of credited service in the Public Safety Retirement
System. The three areas are:

1. An amendment to ARS §38-845, which would add credited years of service.

2. An amendment to HB2117, which would establish a new closing date for the tax equity
benefit allowance.

3. Support for HB2134, which would increase health insurance payments by the state for
retirees.

In the first area, we are proposing two options. A four-year or a five-year addition of credited
service to the employee. In both of these options, the legislation allows a political subdivision
to purchase credited service years and add them to the credited service already earned by an
employee as an incentive for retirement. An employee must already be eligible for normal
retirement in order to participate. This plan is equal to all participants in that it does not
mandate participation, but rather, allows the funding authority of any political subdivision the
option of participation if they believe it beneficial. The Public Safety Retirement System reports
there are approximately 262 state employees eligible to participate; DPS (740), Game & Fish
(19), ASU (3), U of A (1), NAU (2), Department of Emergency & Military Affairs (0).

The four-year option is proposed as it is in keeping with previously submitted proposals.
However, the five-year option, while obviously more beneficial to all eligible employees, also,
and more importantly, addresses the largest single grouping of eligible employees-those with
just 20 years of service. This proposal moves them to the 25-year plateau, moving them from
the 2, % per year after 20 years to the 2.5 % per year category, \\'hich could very well he the
prime motivator.
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One of the most important aspects of this proposal is that it is revenue neutral to the state. With
the suggested windows of opportunity, the Department would be able to fund the necessary
contributions for every employee eligible by applying the vacancy savings incurred for the
remainder of the fiscal year after the employee retires. This vacancy savings not only pays the
necessary contributions, but also the payoffs for annual leave, sick leave, and overtime. It
should be noted that in discussions with Mr. Jack Cross, Public Safety Retirement System
(PSRS) administrator, he stated our estimates of contribution payments would have to be
subjected to an actuarial review to determine the correctness. However, the PSRS, specifically
the Department of Public Safety's sub-account, is considerably over-funded and would support
$e enhanced retirement package the Department is proposing.

The beginning date of the amendment, August 15, is arbitrary. This would allow approximately
45 days after the start of the new fiscal year for the funding authority for the concerned political
subdivision to assess the benefits of participation. However, the closing dates for the window
of opportunity are predetermined by the need to keep this proposal revenue neutral to the state.
These dates have been determined to be the last dates necessary to fund the plan with
appropriated money. It should be noted that setting the closing dates earlier could actually save
revenue, however, it may eliminate certain participants from eligibility.

In the second area, the modification to the closing date in HB2117 would coincide with the
closing date for enhanced retirement benefits. If it is not changed, a number of employees
eligible for enhanced retirement benefits would not be eligible for this benefit because their
anniversary date is September 16, 1992.

The third area is the endorsement of HB2134, which would increase the state's contribution to
the retirees health insurance plans. One of the major concerns of individuals planning to retire,
as well as those already retired, is the cost of maintaining adequate health insurance. Adoption
of this bill would go a long way in diminishing those concerns.

The Department of Public Safety has one of the lowest, if not the lowest, turnover rates in state
government. In order to meet the economic challenges that face this state, we must reduce the
size of state government. Attrition alone will not meet our needs in this agency. It is,
therefore, imperative that we adopt a plan that addresses these needs while providing for the
needs of our employees. This retirement enhancement proposal not only is beneficial to the
employee, but also fiscally responsible for the state. I encourage a serious consideration of this
proposal.
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Section 1. Section 38-845, Arizona Revised Statutes, is amended to read:

§38-845 Amount of Retirement Benefit

A. Amember who meets the requi rements for a normal pens i on and has twenty years

of credited service shall receive a monthly amount which equals fifty per cent

of his average monthly benefit compensation. If the member retires with other

than twenty years of credited service, the foregoing amount shall be:

1. Reduced by four percent for each year of credited service under twenty years,

with pro rata reduction for any fractional year.

2. Increased by a monthly amount equal to two per cent of his average monthly

benefit compensation multiplied by the number of his years of credited service

in excess of twenty years, wi th pro rata increase for any fract iona1 year, except

that if a member retires with twenty-five or more years of credited service the

amount shall be increased by a monthly amount equal to two and one-half per cent

af his average monthly benefit compensation multiplied by the number of his years

of crediteu service in excess of twenty years, with pro rata increase for any

fractional year. Notwithstanding the provisions of this subsection, the maximum

amount payable as a normal pens ion shall be ei ghty per cent of the average

monthly benefit compensation.

B. An active member of the public safety personnel retirement system who retires

on or after September IS, 1989 but before September 15, 1991 is entitled to

receive a tax equity benefit allowance consisting ofa permanent increase of

three per cent of his base benefit. The cost of the benefit increase is payable

from the appl icable employer cost of the publ ic safety. personnel retirement

system.

C. A member who meets the requirements for an accidental disability pension

shall receive a monthly amount which shall be computed in the same manner as a

normal pension, using his average monthly benefit compensation before te~ination
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E. Amember who meets the requirements for a temporary disability pension Shallit

receive a monthly amount which shall be equal to one-twelfth of fifty per cent

of his annual compensation received immediately prior to the date on which hiSIt

disability was incurred.

F. AS PART OF A REDUCTION IN FORCE, OR AN EARLY RETIREMENT INCENTIVE, THEt

GOVERNOR FOR THE STATE EMPLOYEES,.OR THE FUNDING AUTHORITY FOR EACH APPLICABLEjl

POLITICAL SUBDIVISION OF WHICH THE MEMBER IS SUBJECT TO, WITH REVIEW OF THE FUND

MANAGER REFERENCE THE ACTUARIAL SOUNDNESS OF THEIR RESPECTIVE ACCOUNTS, MAY ELECTI

TO PURCHASE UP TO FIVE YEARS OF CREDITED SERVICE FOR DESIGNATED EMPLOYEES. :

THE GOVERNOR FOR STATE EMPLOYEES, OR THE FUNDING AUTHORITY FOR EACH APPLICABLE~
I

POLITICAL SUBDIVISION IN CONJUNCTION WITH A REDUCTION IN FORCE, OR AN EARLYif

RETIREMENT INCENTIVE SHALL ESTABLISH ABEGINNING AND AN ENDING DATE FOR MEMBER I
•

PARTICIPATION IN THIS SUBSECTION. WITHIN 30 DAYS OF THE MEMBERS RETI~ENT, THE_

2. If the member has seven or more years but less than fourteen years

credited service, fifty per cent.

3. If the member has fourteen or more years but less than twenty years
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EMPLOYER SHALL MAKE EMPLOYER CONTRIBUTIONS AND MEMBER CONTRIBUTIONS FOR THE

PURCHASED CREDITED SERVICE. THE AMOUNT OF THE CONTRIBUTION PAYMENT SHALL BE

BASED UPON THE MEMBERS'S ONE YEAR COMPENSATION AMOUNT ON THE DAY PRIOR TO THE

MEMBER'S RETIREMENT DATE. IF THE FUND MANAGER DETERMINES AN ACCOUNT TO BE

UNDERFUNDED, THE FUNDING AUTHORITY MUST PAY THE FULL ACTUARIAL COSTS ASSOCIATED

WITH THE PURCHASE OF THE CREDITED SERVICE. THE BENEFITS ARISING FROM THIS

SUBSECTION MAY NOT BE EXERCISED UNLESS PRIOR FORMAL APPROVAL IS MADE BY THE

OFFICE OF THE GOVERNOR FOR STATE EMPLOYEES, OR THE FUNDING AUTHORITY FOR EACH

APPLICABLE POLITICAL SUBDIVISION OF WHICH THE MEMBER IS SUBJECT TO. SUCH

APPROVAL MUST OCCUR PRIOR TO THE MEMBER'S RETIREMENT DATE. THE PERIOD OF

CREDITED SERVICE PROVIDED FOR UNDER THIS SUBSECTION SHALL BE ADDED TO THE

MEMBER'S TOTAL CREDITED SERVICE USED IN THE DETERMINATION OF RETIREMENT BENEFIT

UNDER THIS SECTION.
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PUBLIC SAFETY PERSONNEL RETIREMENT SYSTEM

Cost Estimate

DEPARTHEBT OF PUBLIC SAFETY OBLY

1. Provide an additional 5 years of credited service for a member who has 20
or more years of credited service and if the employer elects to provide for
and pay the employer and employee contribution for the five years.

2. Provide a 3% increase in the base benefit for a member who retires after
9/15/91 but on or before 9/30/92. Assume that because of the early
retirement incentive the number of retirees for the year would increase.

3. Increase the $60 per month maximum subsidy to each unmarried retiree and
survivor beneficiary to $95 if not medicare eligible and $65 if medicare
eligible. Also increase the $85 per month maximum subsidy to each married
retiree and survivor beneficiary to $175 if not medicare eligible and $115
if medicare eligible. Assume that because of the early retirement
incentive the number of retirees for the year would increase.

INCREASE IN CONTRIBUTION REQUIREMENT AS A
LEVEL PER CENT OF ACTIVE MEMBER PAYROLL

UNFUNDED
LIABILITY NORMAL AMORTIZATION

CREATED COST OF UNFUNDED TOTAL

l. $5,600,000 0.00% 1.30% 1.30%
(after payment of employer and employee contributions)

2. $ 1,700,000 0.00% 0.40% 0.40%

3. $ 2,700,000 0.40% 0.80% 1.20%
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SHORT TERM DISABILITY

Short term disability insurance Is paid fully
by the employee. It offers salary
continuation to eligible employees to a
maximum 01 26 weeks. Benelils (two-thirds
01 monthly salary) are payable on the 31st
day lor sickness and on the 1st day lor non
occupational accidenls.

Premiums are based on your salary and
you can elect to have your premium pre
taxed.

DEPENDENT CARE PLAN
(DeAP)

A Dependent Care Plan (DCAP) allows
eligible State emplclyees to deposit a portion
01 their paycheck on a pre-tax basis into a
special account to pay lor child care or care
01 a disabled spouse or elderly parents.
Employees are reimbursed from this
account for actual day care expenses aller
submilling a claim a accompanied by a bill
or receipt. This plan Is In accordance with
IRS regulations, Section 129, which places
limitations on eligibilHy and annual deduction
amounts. The plan is fully employee paid
and oltered on a pre-tax basis.

VI
VI

CREDIT UNION

State employees and dependents are
immediately eligible to join a credit union.
Credit unions provide many benefits at low
costs, and can oller sound financial planning
advice to you and your family. Depending
upon the agency you work lor, you may
become a member 01 DES Federal Credit
Union, Grand Canyon State Employees
Federal Credit Union, or Arizona State
Employees Saving and Credit Union.

PROMOTIONAL OPPORTUNITIES

As soon as you acquire permanent status
(normally six months) you are eligible to
compete for promotion. Promotional job
announcements circulate regularly to
assure that you have every opportunity to
grow in your State Service career.

EMPLOYEE RIGHTS

State Service is strictly governed by a set 01
Personnel Rules based on merit system
principles.

ARII.Q·NA
STA.T'E

G,OVERNMENT

Employee Benefits

Highlights

ArIzona Slale Personnel Division
Department of Admlnlslrallon

1831 West Jefferson
Phoenix, Arizona 85007



These are the highlights of the State's Employee Benefits.
Details concerning eligibility and addltlonallnformatlon are provided to new employees.

HOLIDAYS

The State observes 10 paid holidays each
year:

New Year's Day
linroln's Day
Washington's Day
Memorial Day
Independence Day
Labor Day
Columbus Day
Veterans' Day
Thanksgiving Day
Christmas Day

ANNUAL LEAVE

For the lirst three years you accrue annual
leave (paid vacation) at the rate 01 eight
hours per month, or 12 days per year. The
rate 01 accrual Increases at the following
intervals: 3 years (10 hours per month, or
15 days per year), 7 years (12 hours per
month, or 18 days per year), 15 years (14
hours per month, or 21 days per year).

SICK LEAVE

Sick leave is accrued at the rate of eight
hours per month, or 12 days per year. State
employees injured on the job are covered
by Workers' Compensation Insurance.

BEREAVEMENT LEAVE
VI

The State atitlws for three days leave wlth
pay In the event of death of an Immediate
family member. An additionallwO days may
~ran hen~f-stl..,alve•.
mvolvpct

HEALTH INSURANCE

The Slate oners comprehensive coverage
to eligible employees through a managed
care program consisting of Indemnlly,
Health Maintenance Organizations (HMO)
and Individual Practice Associations (IPS).
The type of coverage Is chosen by the
employee at time 01 employment and then
annually.

The State pays the major portion of the
premiums lor employees and dependents.
Since the health Insurance is part of a
flexible benefits program, employee
premiums are on a pre-tax basis.

DENTAL INSURANCE

Low cost dental Insurance Is available to
eligible employees and dependents, with
premiums paid on a pre-tax basis. SUbject
to limitations, it provides basic and major
dental services, including prosthetics and
orthodontia. Eligible employees may select
dental Insurance for themselves and their
dependents through an indemnity plan or a
pre-paid plan.

VISION CARE PLAN

The vision care plan enables eligible State
employees to take advantage 01 group rates
deducted from their pay on a pre-tax basis.
The plan covers eye exams, frames and
lenses or contact lenses and uses elther a
large statewide provIder network or a out of
network system. This plan is voluntary and
Is IUlly employee paid.- ...........

RETIREMENT

The State boasts of an excellent retirement
program. An annually adjusted percentage
of your gross wage Is deducted on a pre-tax
basis and matched by the State as
contributions to your retirement fund. In
addition, State employees are rovered by
Social Security benelils.

DEFERRED COMPENSATION

This optional program provides an
opportunity to supplement retirement
Income by Investing a portion of current
income and deferring payment of federal
and state Income taxes until the money Is
received, usually alter retirement.

LIFE AND DISABILITY

The State pays your basic file and long-term
disability insurance. The basic DIe amount is
$5,000. Under the dlsabifity coverage, you
may qualily for a benefit of up to two-thirds
of your base salary.

Supplemental life (additional insurance) for
employees and dependents Is available at
low group rates. Premiums are taken on a
pre-tax basis for employee coverage.

........... - .. -
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AR IZONA BOARD NORTIIERN ARIZONA UNIVERSITY AZ DEPT. AZ SCHOOL AI DEPT.
OF ARIZONA STATE OF OF FOR THE DEAF OF

REGENTS UNIVERSITY UNIVERSITY ARIZONA PUBLIC SAFETY AND BLIND ADMINISTRATION

I. HOLIDAYS:

List hoi idays, incll,.t,Hng
floating holidays,

NE\./ YEAR'S DAY X X X X X X X

LINCOLN'S BIRTHDAY X X

PRESIDENT'S DAY X X X

MEMORIAL DAY X X X X X X-'
INDEPENDENCE DAY X X X X X X X

LABOR DAY X X X X X X X

COLUMBUS DAY X X

VETERANS DAY X X X

THANKSGIVING DAY 2 DAYS X 2 DAYS X 2 DAYS X 2 DAYS X 1 DAY X 2 DAYS X X

CHRISTMAS DAY/BREAK 2 DAYS X 2 DAYS X 2 DAYS X X 1 DAY X 6 DAYS X X

SPRING BREAK 2 DAYS X

MID SEMESTER HOLIDAY OCT. X

MARTIN LUTHER KING ~AY X JAN. X X X

"FLOATING" HOLIDAY X

TOTAL DAYS 10 DAYS 10 DAYS 9 DAYS 10 DAYS 10 DAYS 13 DAYS 10 DAYS,
Vl
-.I
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AR IZONA BOARD NORTHERN ARIZONA UNIVERSITY AI DEPT. AZ SCHOOl AI DEPT.
OF ARIZONA STATE OF OF FOR THE DEAF OF

REGENTS UNIVERSITY UNIVERSITY ARIZONA PUBLIC SAFETY AND BLIND ADMINISTRATION

II. LEAVE PROGRAMS

A. ANNUAL LEAVE

1- ~hat Is your accrual rate? Acinln. Staff: BI-weekly rate 11, 16, or 22 0-2 yrs=3.38 hrs 10-14 hrs/mo. Biweekly See Personnel
22 days/yr: varies depending days/yr, per pay per Iod: FT/nonexetll't: Rule R2-5-403

on classified staff 3.7, 4.62, 5.54, FT: 8-14 hrs:
Prof. Staff: class If Icat ion. depending on 3-4 yrs=4.92 hrs 6.47.

22 days/yr: Acinln.6.769 hrs: years of per pay period: 1/4,112,3/4:
Prof-6.769 hrs: service. FT/ex~t: proportional

Classified Staff: Class if Ied by 22 days/yr 5+ yrs=6.77 hrs 6, 6,47 (see amount
0-2 yrs=11 days/yr years service: Acinln. and per pay period breakdown in Q2) (114,112,3/4)
3-4 yrs=16 days/yr 0-2 yr-3.384 Professional
4+ yrs =22 days/yr 2+-4 yrs-4.922, staff •

4+ yrs-6.769.

2. Does your annual leave See Above. Yes. Refer #1 Yes. See #1. Less-7 yrs Yes. Yes.
accrual rate escalate with 0-2 yrs - 11 10hr/mo (15 FT/nonexetll't: less-3 yrs
years of service? If so days: working days per less-3 yrs 12 8hr/mo:
specify how It escalates. 3-4 yrs - 16 year); days/yr; 3-7 yrs

days: 7+-15 yrs 3-7 yrs 15 10hrs/mo:
5+ yrs - 22 12hr/mo (18 work days/yr; 7-15 yrs
days: days/year); 7-15 yrs 18 12hrs/mo:
Admin/Prof - no 15+ yrs 14hr/mo days/yr; 15+ yrs
escalation. (21 work 15+ yrs 21 14hrs/mo.

days/yr. days/yr. 1/4,112,3/4
proportional

VI
00

.. ,... ..... - ........ .......... '.... .. .. -
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3. ~hat is the maximL~ amount Hay be carried On employee's . - Up to 1 1/2 years 360 hrs can be 240 hours On last day of
of annual leave that can be forward each anniversary date accrued vacation carried forward lsst pay period
accrued and/or carried calendar year not may carry hours. at the end of starting in any
forward? , to exceed 1 1/2 forward 1 1/2 calendar year. calendar yr: 240

times the accrual times the amount hrs. E~loyee

rate. of leave accrued credited wi th
in prior 12 mos. additional
At other times annual leave for
of the year, no working on State
maximun applies. holiday may

exceed 240 llmi t
by up to 24 hrs.

-,
4. 00 you pay for unused Yes. Up to one Yes. ~i II pay The lessor of Any accrued hours Yes. Haxlnun of Yes, up to 240 Pay for all
annual leave at separation years accrual on off the annual actual not to exceed the 688 hrs of hours l.I'Iless an unused/unfor-
from e~loyment? If HO, how terminat lon--all leave balance up acctmJlation or amount earned in vacation & exception Is felted annual
much annual leave Is paid off accrual at death. to the amount of 11,16,22 days one year. c~nsatory approved by the leave at the
and at what rate? leave accrued in (depending on time may be paid superintendent employee's

past 12 mos. at rate at upon termination to pay for hours current rate of
e~loyees separation). or retirement. over 240-pald at pay.
current rate of Paid at rate of pay at
pay. e~loyees hourly separation.

rate at
separation.

5. Under any circumstances, No. No. No. No. No. Payoff At end of
do you pay for any un'Jsed separated calendar year,
annual leave either oJrlng the employee the DOA Oir. may
year or at the end of any remaining authorile
calendar or fiscal year? If balance at any exceptions to
so, please specify the time. \11th forfeiture of
circumstances, the maxlnun approval, can acctmJlated
that can be paid off, when the use leave prior annual leave
leave can be paid off and the to retirement or over 240 hrs.
rate of payoff. resignation The application

rather than for exception
recover lump sum may incl ude 1
payoff. Paid paying the
off at rate of e~loyee for the
pay at time of excess hours.
separation.

Vl
\0
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AR IZONA BOARD NORTIIERN ARIZONA UNIVERSITY AZ DEPT. AZ SCHOOl AI DEPT.
OF ARIZONA STATE OF OF FOR THE DEAF OF

REGENTS UNIVERSITY UNIVERSITY ARIZONA PUBLIC SAFETY AND BLIND ADMINISTRATION

II. LEAVE PROGRAMS

B. SICK LEAVE

1. ~hat is your accrual rate 8 hrs/month per Hi-weekly rate 1 day/month 3.69 hrs/pay 10 hrs/mo 3.7 hr/pay See Personnel
for sick leave? 1.0 FTE or pro- of 3.692. period period. Rule R2-S-404

rata thereof. 12 month FT: Bhrs/mo.
~loyees·12

days/yr. PT: 1/4, 1/2,3/4
School year at proportional
~loyees vary rates.
dependent upon
work schedule.

2. Does your sick leave No. No. No. No. No. No. No.
accrual rate escalate with
years of service? If so,
specify how it escalates.

3. What is the maximum amount Unlimited. No maximum. Unl imited. No maximum. No maximum. Unlimited. No limit.
of sick leave that can be
accrued and/or carried
forward?

4. Do you payoff unused sick No. Only upon No. No. No. Unused sick No.
leave at separation from retirement. leave Is
employment? If so, how I1'-Ich Refer to #5. forfeited on
sick leave is paid off and at separation.
what rate?

o

~ .. .... - - .. '....... ..'.. -.: .... .. .. .. ..



- .. .. c.. .. - lilt .. -- ~ .. -- .. .. .. • - .. -5. Do you pay for unused sick Same as Ar izona Yes. $750 for $750 if 1,000 hrs Yes, if accrued Yes. A maxinun If 1,000 or more $750, if
leave at retirement? If so, State Plan. 1,000 or more or more has 1,000 hrs or of $750 payable hours available, employee has
how much sick leave spaid hours. accLmJlated. No more, will pay for sick leave payoff $750. accLmJlated
off? payment for $750 if funds balance of 1,000+ hrs at

lessor hours. available. 1,000+ hours. retirement. See
ARS 38-615-
attached.

6. Under any circumstances, Same as Arizona No. No. No. No. No. No.
do you pay for any unused sick State Plan.
leave either during the year
or at the end of any calendar
or fiscal year? If so, please
specify the circumstances, the
maximum that can be paid off,
when the leave can be paid off
and the rate of payoff.

7. Do you permit employees to Immediate family. Yes. Parent, Yes. Parent, Yes. ~hen serious Yes. Attendance Yes, up to 5 Yes, for
use sick leave for relatives parent-In-law, parent-in-law, illness in the of a sick spouse days/yr can be employee's
or immediate family? If so, brother, sister, brother, sister, employee's or dependent used for family, spouse or
for what relatives can sick spouse, chi ld, grandparent and household family member or including dependent child.
leave be used? grandparent or any other requires the death/funeral of spouse, parent,

any other relative who is a employee's spouse, parent, grandparent,
relative who is permanent member presence chi ld, brother child,
a permanent of the employees temporarily until or sister. stepchild,
member of the household. other foster child, or
employee's arrangements can grandchild.
household. be made. Mus t be

a family member.

8. How much sick leave can be No restrictions. No maximum. Up to amount that No specified. 40 hours. 40 hrslYr (see Up to
used for relatives'? has been accrued. #7). 40hrs/calendar

year.

-
9. ~hen employees go on sick Yes. Yes. Yes. Yes. The Intent of Yes. Dependent upon
leave, are their jobs sick leave is to agency
guaranteed upon return? preserve requirements.

employment
status.

0\
~
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I I. LEAVE PROGRAMS

C. PARENTAL LEAVE

1. Do you offer parental Yes. Currently under As child care Yes. No. Yes. See R2-5·4".
leave? review. leave after such Yes, as any

No. leave has been combination of
used, unless for annual leave,
the purpose of sick leave,
receiving an compensatory
adopted child. leave and/or

leave without
pay.

2. Do you pay for parental No. Employee must NIA As sick leave. No. NIA Yes, so long as At eqJloyee's
leave? If so, at what rate use Sick/Vacation there I. current rate of
and for how long? or llJOP. SUfficient leave pay while

to cover. Paid eqJloyee Is on
at rate of pay pay status using
at tIme of leave annual, sick
usage ootlt andlor
leave exhausted, compensatory
then leave leave.
without pay.

0\
N
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3. How much parental leave
can be granted? Do you
guarantee a certain number of
days or weeks of parental
leave?

4. Is parental leave offered
to either spouse?

List any restriction!;;:

5. State your eligibility
requirements for par~ntal

leave.

~

Normally 6 weeks
but can be
extended up to
one year.

Yes.

No restrictions.

N/A

N/A

N/A

No guarantee,
granted at
discretion of
dept.

Yes. Restrictions
as above.

As above.

Up to 1 year. \Ie
do not Huarantee.

Yes. See #5.

Passed 6 mo.
probationary
period;

Used all vacation
hours;

Abrence expected
to be longer than
28 days;

Assurance of
intent to return;

Approval by
employee's supv.

N/A

N/A

N/A

Maternity 45
days (paid unti I
all leave
exhausted) then
leave without
pay for total
absence up to 1
yr. Spouse 5
days (paid until
sick/other leave
If approved Is
exhausted) and
leave without
pay for total
absence up to 1
year.

Yes. Maternity
and extensions
require approval
of
superintendent.
In case of
spouse approva I
beyond five days
requires Supt.
approval and
Director
recomnendatlon
that absence can
be accommodated.

Pregnancy by
employee or
doctor's
statement that
spouse of
eq>loyee is
pregnant, letter
wi th request for
leave for
adoption
purposes,
doctor's
statement for
termination of
pregnancy.

Agency head must
approve all
requests.
Following the
childbirth,
miscarriage,
abortion or
adoption, up to
12 weeks. Any
requested amount
over that is at
agency's
discretion.

Yes.
Restrictions:
Sick leave may
only be used for
periods of
disabil lty.
Eq>loyee must
specify the
numbef' of hrs.
of annual, sick,
and/or
coq>ensatory
leave and any
leave without
pay to be used
when requesting
parental leave.

For leave taken
due to
pregnancy,
chlldbi rth,
miscarriage or
abortion, or for
adoption of
chi ldren.



6. Do you provide parental Yes. See #3. N/A Yes. At Yes, up to 1 N/A Yes, up to 1 yr. Yes. E~loyee

leave without pay? If so, discrestion of year. may take any
what is the maximum that is dept. up to 6 combination of
approved? mos. l\lOP with

annual,
compensatory and
sick leave. 12
weeks unless
longer request
is granted at
discretion of
agency head.

7. Yhen e~loyees go on Yes. N/A Yes. Their N/A Maternity: 45 Yes, to the
parental leave, are their jobs classification or days position
guaranteed upon return? a comparable (pald/lXlpaid) occupied at

position, job is start of
contingent upon guaranteed. parental leave.
avallabll ity of Extensions If that position
funds. covered by paid no longer

leave guarantee exists, then a
job. reduction in
After 80 hrs force (R If)
consecutive shall be
leave without conducted.
pay, job is not
guaranteed, but
If there is a
funded, approved
for fill
vacancy, and
person is
qualified, it
could be
offered. Thts
would be the
same for spouse
on leave. Any
approved leave
with pay would
guarantee job on
return. After 80
consecutive hrs.
of leave without
pay, no
guarantee except
as described for
maternity
absence.

~
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AR IZONA BOARD NORTlIERN ARIZONA UNIVERSITY AZ DEPT. AZ SCHOOl AZ DEPT.
OF ARIZONA STATE OF OF FOR TilE DEAF OF

REGENTS UNIVERSITY UNIVERSITY ARIZONA PUBlI C SAFETY AND BLIND ADMINISTRATION

II. LEAVE PROGRAMS

D. INDUSTRIAL LEAVE

1. Do you offer industrial Yes. Yes. Yes. Treated as Yes. Yes. See R2-5-4·5.
leave? medical leave of E~loyee uses

absence. what leave he
has accrued or
t eave without
pay (l \.lOp ) .

2. \lhat are the major Stete of Arizona E~loyee must Job related Don't have Absence 5 work On the job E~loyee

eligibility requirements Plan. file a claim and injury or industrial leave. days due to Injury or sustaining a
and/or provisions for use of accepted by illness. Industrial disease Job'related
industrial leave? HAU's Industrial disability. resulting from disability that

Insurance e~loyment. Is co~ensable

carrier. under \lorker's
C~ Lell, Title
23, Chpt 6, ARS
shall be placed
on sick leave,
If not
available,
c~ensatory

leave, then
annual Ieave,
then L\lOP.

0
U'l



3. How does your industrial State of Arizona ElT4'loyee IlUSt Yes. Don't have Augments Follow State Employee uses

leave policy coordinate with Plan. charge 8 hrs/day industrial leave. worker's compensa t Ion leave in an

worker's compensation? (full-time) to compensation. Fund Rules. amount necessary
sick, vacation, to receive

or cOlT4'ensatory payments (\ eave
time while off + Uorkers' Comp)

work due to not to exceed

lndustrlol elT4'loyee's gross
Injury. I f no salary.
available
balances, nust
go on leave
wi thout pay.
ElT4'loyee would
then receive
compensation
sent by State
Compo which is
66 2/3" of
monthly salary
up to max IITUIl
set by
legislature. If
employee has
available

, balance, he/she
remains on NAU'S
payroll by
charging time
off to vac,
sick, or compen.
time. Any
compensation
received from
State Compo Is
used to
reimburse
elT4'loyees time
taken (vac,
sick, comp)
based on their
hourly rate.

..
0\
0\
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4. How does your indlJlstrlal State of Arizona Refer to 113 for Yes. Don't have EqJloyee can Except for time Sick leave-
leave policy coordinate with Plan. coordination industrial leave. elect to use lost on day of 113. STD excl udes
any sick leave or short term with sick leave. sick leave to Injury job related
disability? No coordination augment the (considered work Injuries. The

of industrial limited time) eqJloyee first 7 days,
leave policy and conpensat Ion uses sick leave eqJloyee must
short term provided by the unt II exhaus ted use sick leave,
disability. State's basic then other leave etc. Ilorker's

Industrial plan. If available. CaqJ begins
WorkmanI. CaqJ paying a benefit
pa)'lllents. If (66 2/3 of
any, repurchases salary) on the
sick leave as 8-14 dey.
applicable. ElI1'loyee can use
Group Short-Term partial sick
Disability leave days (33
Insurance does 1/3) to receive
not pay any full salary.
benef Its for a After 14 days,
disability due Workers' CaqJ
to an pays retro to
accldent/slcknes the 1st day of
s that happens the accident.
at work. ElI1'loyee

relnburses the
agency the 66
2/3 payment from
Workers' Comp
for Initial 5,
days. The agency
restores the
ell1'loyee's sick
leave account
wi th cOqJsrabl e
sick leave time.

~
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AR IZONA BOARD NORTHERN ARIZONA UNIVERSITY AZ DEPT. AZ SCIIOOl AZ DEPT.
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II. LEAVE PROGRAMS

E. BEREAVEMENT LEAVE

1. Do you have a bereavement Yes. Yes. Yes. Yes. Sick leave Is Yes. See R2-5-410.
leave policy? used for Yes.

bereavement.

2. How many bereavement leave 3 days/Incident No limit Up to 3 days each Up to 3 days with Refer to sick 3 days except In 3 consecutive
days do you provide a year? in State; providing the occurrence. pay; up to 5 days leave. situations where working days due

death meets the wi th pay when long travel time to death/funeral
5 days/Incident guidelines of required to Is needed then 2 of relative; can
Out-of State the bereavement travel out of additional days be extended 2

policy. state. can be approved. days If et11'Ioyee
travels out-of-
state.

Rule does not
state an aMual
limit, but a
limit by
occurrence.

3. For what relatives, can an Parent, Parent Parent, paren- Parent, parent- Spouse, parent, Refer to sick Spouse, chi ld, Spouse, child,
employee be granted In-law, brother, in-law, brother, in-law, brother, parent-In-law, leave. stepchild, natura I parent,
bereavement leave? sister, spouse, sister, spouse, sister, ch lid, brother, natural parent, stepparent,

child, chi Id, grandparent or sister, or stepparent, adoptive parent,
List any restrictions: grandparent or grandparent, or any other grandparent. adoptive parent, grandparent,

any other any other relative living grandparent, grandchild,
relative who Is a relative who is in household. grandchild, brother, sister,
permanent member a permanent Restrictions: brother, sister, mother-In-law,
of the et11'loyees member of the As above mother-In-law, father-In-law
household. employee's father-In-law. Restrictions: As

0\ household. No restrictions. above.

.. - - .. - .. .. - - - --. - .. .. - - ....
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Restrictions: No restrictions.
3 days leave for
in-state deaths.
5 days leave for
out-of-state
deaths.

0\
\0
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AR IZONA BOARD NORTlIERN ARIZONA UNIVERSITY AZ DEPT. AI. SCHOOl AZ DEPT.
OF ARIZONA STATE OF OF FOR THE DEAF OF

REGENTS UNIVERSITY UNIVERSITY ARIZONA PUBLIC SAFETY AND BLIND ADMINISTRATION

II. LEAVE PROGRAMS

F. EDUCATIONAL LEAVE

1. Do yOll provide educational No policy. Faculty are Faculty & No. Yes. Yes. See R2-S-408.
leave with pay to your eligible for Professional Yes, wi th
en-ployees? sabbaticals for staff only. approval of the

research/creativ agency head and
e endeavors, DOA Dir., based
renewal and/or on the
retraining. determination

that the leave
Is In the best
Interest of the
State Service.

2. Yhat is the maximum amount -- 1 year. 1 semester at Up to 1 year. Determined by No. (None?) Discretionary-
of educational leave with pay full payor, 1 Bureau Assistant agency head &
that can be approved? year at 60X pay. Director DOA Director.

,

-
c3
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3. \lhat are the restrictions
and/or requirements For
gr"anting and/or usinq
educational leave?

4. Do you provide for
educational leave without pay?

~

No policy.

Regular and
lecturer faculty
members are
el igible for
sabbatical leave
after 6 years of
full-time
service.
Sabbaticals are
approved by a
V.P. and
President.

Yes.

Employed by the
university at
least 6 yrs. and
be tenured.

Yes.

Passed 6 mo.
probationary
period;

Intent to return;

Assurance that
time not used for
obtaining
employment
outside the
Univ.;

Approval by the
employee's supv.

Offer a personal
leave which can
be used to pursue
education.

Request IIUst be
submitted thru
dept. chain of
comnand for
approval. Yithin
15 days of
training submit
a written
evaluation of
training to
appropriate
Asst. Director.

No.

Only absences
for work-related
education/traini
ng which
requires a
"substitute" be
etIllloyed during
absence Is
considered
"educatfonal"
leave. Other
absence for
work-related
educatlon/tralni
ng is considered
work time. Up to
3 days can be
approved by
Heads of
Schools/Programs
. 4 or more days
require
Superintendent
approval.

Yes.

Must be
determined it is
in the best
interest of
State Service.
\lri tten
agreement signed
by agency head
and etIllloyee
IIUst contain at
a mininun:
statement of
payments, If any
to be provided
and manner of
payment;
agreement by
employee to
return or
continue to
State Service on
c~letlon of
educational
leave for a
period of time
spec if ied by
agency head; and
statement by
employee that
failure to
successfully
c~lete course,
c~lete

specified State
Service or to
ful fill all
terms of
agreement, shall
resul t In
employee's being
required to
repay
all/proportionat
e part of salary
and other
benefits
received, if
any.

Yes. At the
discretion of
DOA Dir. and
agency head.



5. If so, what are the -- Permanent Dept. discretion. Same as #3. -- Educational Same as #3 wi th
requirements and/or employees leave without pay.
restrictions for granting and working 50X time pay up to 1 year
approving educational leave or more may take determined "for
without pay? a personal leave the good of the

of absence agency" ca be
without pay for approved by the
l!dueatioMI supt •• EfIl'llay@@
purposes. leave Is guaranteed
must be approved former Job and
by e~loyee's signs an
supervisor, agreement to
dept. head, and work position
appropriate V.P. for period of
Job is not time as approved
protected during for absence.
this leave. Education leave

without pay for
the personal
benefit of the
employee does
not guarantee a
Job on return
and once leave
accrued is
exhausted, leave
without pay
rules aooly.

6. Does the e~loyee have to -- No. Expected to No. No. Agency has never Yes. Period of
agree to work for B certain return to work , (to author's time specified
amount of time with your for 1 year. knowledge) by agency head
organization after being approved along In written
granted educational leave with term educational agreement signed
pay? leave (e.g. prior to taking

year's absence) off educational
with pay. If leave.
leave with pay
was approved,
the employee
would have to
agree to work
the time

, offsetting
period of
absence.

-
'J
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II. LEAVE PROGRAMS

G. OTHER LEAVE

Please specify any other leave See attached. Aaninistratlve ReI iglous Fee Waivers; .- Personal Leave: See R2-S-406,
benefits provided to your leave for Holiday; School staff 407,412,413,
eJlllloyees. purposes of Voting a day; Sick Chi ld Care granted 2 and 421.

voting, jury Jury Duty - Assistance days/yr to
duty and period necessary Program; handle emergency Civic Duty: jury
enforced court to provide the personal duty, cOll1'lying
attendance, service; Voting Leave; business. with a subpoena,
Medical leave Military Leave' voting, serving
and Mil i tary 30 days in any Annual Mil Itary Civic Leave: All as menber of
leave. two consecut i ve Active Duty Leave staff eligible - governmental

years. no limit If body.
criteria of Mill tary Leave;
policy apply "anln. Leave:

for
Compensatory emergencles/lnve
Leave: In lieu stlgatlon of
of cash, allegations
nonexl!ll1't against
eJIllloyees may eJlllloyee.
receive cOll1'. Medical Leave
time off for Without Pay;
overtime worked. Leave Wi thout

Pay;
Recognition
Leave: granted
by agency head
as
acknowledgement
of eXeJIlllary
eJlllloyee
service/extraord
inary

.....:J contributions toV)

accomplishing
agency's goals •

... .. - .. - .. .. .. .. - .. .. - .... - .. .. ..
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Mill tary Leave:
Up to 15 days
paid leave per
year Is provided
for ~loyee

required to do
military
service. A copy
of order Is
requi red for
approval. for
call to active
duty (short/long
term) ~loyee

has the right to
return to job.

Acinln. Leave:
Leave with pay
can be approved
by Supt. under
certain
situations.

Leave IoIlthout
Pay: Up to 1
year without pay
can be approved
if other paid
leave Is
exhausted.

II -' I I I I I I I II
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III. INSURANCE

A. HEALTH INSURANCE

1. 00 you offer any health Same as State of Yes. No. No. No. No. No.
insurance plans other than the Arizona.
current health insurance plans
administered through the
Department of Administration
with Connecticut General,
CIGNA, and Intergroup?

2. If so, Indicate what -- Blue Cross/Blue NIA NIA -- -- NIl'
carriers are providing this Shield
health insurance.

3. Please indicate whether -- Indermity plan. NIA NIA .- -- N/A
this health insurance is an
indemnity plan, preferred
provider, or health
maintenance organization.

4. Is this other health -- No. N/A NIA -- -- N/A
insurance fully paid by the
employee?

5. Uhat are the monthly -- Single: $146.76 N/A N/A -- -- N/A
premiums for this health Family: $377.03
insurance?

-.J
Ul
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6. If the State is .- Single: $145.76 N/A N/A -- -. N/A
contributing any amount to Fami!y: $375.12
this health insurance, what
contribution is beir~ made?

7. list the eligibility _. 20 hrs/week or N/A N/A -- -. N/A
requirements for employee more for 6+
part i cipat ion. months as

required under
DOA regulation.

-.l
0\
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III • INSURANCE

B. DENTAL INSURANCE

1. Do you offer any insurance Same 8S State of No. No. No. No. No. No.
other than that administered Arizona.
through the Department of
Administration with
Connecticut General and
Associated Health Plan?

2. If yes, what carrier -- -. NIA NIA .. -- NIA
provides this dental
insurance?

3. Is this carrier providing -- -- NIA NIA .. .. NIA
indemnity dental insurance
andlor a prepaid insurance
plan?

4. Is this dental insurance -- -- NIA NIA .. -- NIA
fully paid by the elll'loyee?

5. Uhat are the monthly -- -- NIA NIA -- -- NIA
premiums for this dental
insurance?

6. If the State is -- -- NIA NIA -- .. NIA
contributi~any amount to
this dental Insurance, what
contribution is being provided
by the State?

- l_ - .. - .. .. .. - ,. .. .. • - - - • .. -
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III. INSURANCE

C. LI FE INSURANCE

1- Does your personnel system Yes. Yes. Yes. Yes. No. No. No.
provide any other life
Insurance other than that
administered through the
Department of Administration
with Equicor?

2. If so, list carrieres) Aetna; Aetna and Aetna and Aetna Group Term .. .. NIA
that are providing this life Northwestern Northwestern Northwestern life;
insurance. National.

Northwestern
National life

3. Uhat is the monthly Dependent upon Refer to Age rated, see Varies. -- .. NIA
premium for this life age and carrier. attached rate attached. Aetna: premium
insurance? See attached sheet. determined by

schedule. base salary and
age of employee;

Northwestern:
Premium based on
amount of
coverage desirec
and age of
employee.

4. Does t~ State contribute No. No. No. No. .- .. NIA
anything toward this life
insurance?

.. - - - - - IIIIIt - .. .. .. - - .. - - • .. -



- - - - .. .. .. .. - - .. - - - - - - .. -5. Is the ~loyee fully Yes. Yes. Yes. Yes, 100X paid by -- -- N/A
contributing toward t~is life ~loyee.

insurance?

6. Is supplemental life Aetna: 3 X annual Yes. Refer to Aetna-$5,000 for Yes. -. -- N/A
insurance provided for salary w/$80K attached sheet. spouse; Aetna: Spouse
employee and dependents, and max.; $2,000 for each $5,000;
if so, how much supplemental dependent. Children (14 days
life insurance can be Northwestern: to 19 yrs)
purchased? $30k max. on $2,500.

Initial hire;
spouse 20k max. Northwestern:
and children 10k Spouse $20,000;
max. on initial Chi ldren 15 days
hire. to 25 yrs)

$10,000.

7. List the eligibility Benefits Must be benefit Employed at least Employee must be -- -- N/A
requirements for employee el Ig ible. eligible as 6 months to work working at least
participation. required under 20+ hours/week. 50X time or more

DOA regulations. for more than 6
mos. The UofA
uses the DOA
rules for all
el igibil ity for
insurance.

00o
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III. INSURANCE

D. LEGAL INSURANCE

1- Does your organization No. Yes. No. No. No. No. No.
provide any legal insurance to
your employees?

2. Yhat carrieres) provide -- Fresquez Law NIA NIl' .- .- NIA
this insurance? Office.

3. Yhat is the monthly -- $36.00 annually NIA NIl' -. -- NIl'
premium for this insurance? one-time

payment.

4. Does the State contribute -. No. NIA NIA -- -- NIA
any monies toward this legal
insurance, if so, how much per
month?

5. How much do your employees -- $36.00 per NIA NIA -- -- NIA
pay per month toward this year . after
insurance? tax.

6. Yhat are the major benefit -- Reduced fees for NIA NIA -. -. NIl'
provisions of any legal legal services
insurance provided to plus one hour
employees? 00 per month free.... consultation

with a lawyer •

.. - - - .. .. .. - .. .. .. - - - - .. .. .. -
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7. list the eligibility -- Must be benefit N/A N/A -- -- N/A
requirements for employee el igible under
part i cipat ion. DOA regulations.

00
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III. INSURANCE

E. AUTO INSURANCE

(PERSONAL &ORGANIZATIONAL
OUNED VEHICLES)

1. Does your organization Group Sponsored Yes. Yes. Yes. -Personal No. No. No.
provide any automobile Plan by payroll Auto
insurance to your employees? deduction

(voluntary).

2. Yhat carrieres) provide California California California Personal .. -- N/A
this insurance? Casualty Casualty Casualty insurance: Calif.

Insurance Insurance Co. Casualty Group
Corrpany. Automobile and/or

Homeowners
Insurance.

Organizational
owned veh icl es
insured through
the Dept. of Risk
Management.

3. Yhat is the monthly Negotiable Based on Individual rated. Personal varies -- -. N/A
premium for this insurance? between carrier year/make of by employee;

and employee vehicle plus
depending on plan employee'S and Organizational
selected. family's driving owned-information

history. unavailable.

..
e'3

.. - - - .. - .. .. - .. - - .. - - .. .. -



- - - - - .. - .. - - - .. - - - - .. .. -4. Does the State contribute No. No. No. Personal - no; -- -- N/A
any monies toward this
insurance, and if so, how much Organizational
per month? owned - info.

unavailable.
,

5. How much do your employees See #3. See #3. Total monthly Personal - 100Y.; -- -- N/A
pay per month toward this premiun.
insurance? Organizational

owned - info.
unavailable.

6. ~hat are the major benefit Group po Ii cI es Premiun taken Payroll Personal - also -- -- N/A
provisions of automobile for all: through payroll deduction. offer homeowners
insurance provided to generally lower deduction on insurance;
employees? rates than after-tax basis. convenience of

individual payroll
policy. deductions.

Organlzat ional
owned-Info.
unavailable.

7. list the eligibility Benefits To join, Employed at least Personal - The -- -. N/A
requirements for emplo~ee eligible. employees must 6 mos. to work employee must be
part iclpat ion. be eligible 20+ hours/week. working at least

under DOA SOX time or for
regulations. more than 6

months.

Organizational
owned-Info.
unavailable.

~
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III. INSllRANCE

F. VISION CARE INSURANCE

1- Do you provide any vision Yes. Yes. Do not provide We do not offer II Yes. No. No.
care to your employees other DOA plan. Provide true vision care
than the vision services plan discount program. We offer
administered through the purchasing vision and
Department of Administration? program for hearing services

exams, eye wear. at a di scount.

2. If so, what comparrf National Vision Blue CrosslBlue AVESIS Avesis, Inc. ESP .- NIA
provides this insuranc,e? Services Inc. shield . as a

provision of
heal th
insurance.

3. Is this a prepaid plan? Yes. No. No. Yes. No. .- NIA

4. Does the State contribute No. Refer to #6. No. No. No. No. No.
any money toward the monthly
premilJll, and If so, how much?

5. How much does the employee 100'; $1.00 per month. Not an insurance. 100X employee $8/yr for single -. NIA
pay toward this insurance? $8.50 yearly paid. coverage;

membership fee. $l21yr plus one
dependent;
$15/yr plus 2+
dependents.

00
VI
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6. \Jhat are the majc)r Plan attached. Once every 12 lOX - SOX Hearing services \Jholesale costs -- N/A
benefits of this plan? mos., coverage discount on exams offered. for frames,

for eye exam and and eye wear, lenses, contact
either glasses hearing exams and low premium lenses and
or contacts but hearing aides. includes vi s ion reduced
not both up to and hearing professional
the following benefit. fees of eye
l imi ts: exams.
Exam: $37.50;
Single vision
lenses: $37.50;
Bifocals
$52.50/Trifocals
$67.50; ,
lenticular
$150.00;
frames $75.00;
Contacts
$150.00.

7. list the eligibilfty Benefits Same as DOA Employed at least The employee must Payment of -- N/A
requirements for emplcyee eligible. regulations. 6 months to work be working at membership fee.
part icipat Ion. 20+ hours/week. least SOX time or

more for more
than 6 months.

~
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III. INSURANCE

G. SHORT TERM DISABILITY

1. Does your system provide Yes. Yes. Yes. Yes. No. No. No.
any short term disability
other than the program
administered through 'the
Department of Administration
with Colonial?

2. If so, what carriers are Provident Provident Ll fe Provident Life Provident Life .. .. NIA
providing this insurance? and Accident Insurance Company and Accident

Insurance Insurance Company
Company.

3. Yhat is the monthly See attached. .006 of base S.60 per S100 of .006X x annual -- -- NIA
premiun for this insurance? salary up to the base salary per salary divided by

maximun salary month. 12=monthly

. of $37,150 • premiun. Max.
premiun-$9.29/pay
period.

4. Does the State contribute No. No. No. No. .. . . NIA

I
anything toward this
insurance, and if so, how
much?

5. How much do your employees 100X 100X Total Premiun. 100X employee " .. NIA
contribute toward this paid.
insuranca

- .. - - - - - .. - - .. - .. - - - .. .. -



.. - - - - - - .. - - .. - - - - - .. - -
6. \.Ihat are the maJor See attached. See attached (a- Pays 70X of Pays 70X of -- -- N/A
provisions of this short term e). salary or weekly salary.
disability insurance1 S500/week, Max. 26 weeks.

whichever is less Accidental death
for up to 6 (S15,000 benefit)
months beginning and Dismemberment
the 31st day of benef i t.
disability (non- ,
industrial
accident).

7. Do you offset sick leave Yes. Up to full No. Yes. sick leave Provident Short .. .. N/A
with short term disability pay as long as pay plus Term Di sabil i ty
and, if so, to what extent? sick leave lasts di sabi l ity pay does not pay

after 30th day of equals 100X of until ill sick
disabil ity. salary. pay has been

exhausted.

8. list the eligibility Benefits Employee rmJst be Employed at least Employee rmJst be -- .. N/A
requirements for employee eligible. benefit eligible 6 months to work working at least
participation. under DOA 20 hrs/week. SOX time for more

regulations. than 6 months.

~
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III. INSURANCE

H. LONG TERM DISABILITY

1. Do you offer any long term No. No. No. No. No. No. No.
disability insurance other
than that provided through the
State Retirement System and
the Department of
Administration1

2. If so, what carriers are .. ·. N/A NIA ·. .. NIA
providing this insurance1

3. ~at is the monthly .. · . N/A N/A .. .. NIA
premium for this insurancel

4. does the State contf'ibute .. ·. NIA N/A ·. .. NIA
anything toward this
insurance, and, if so, how
Ir/..lch1

5. How IIlJch do your employees .. ·- N/A NIA ·. .. NIA
contribute toward this
insurance?

6. Yhat are the major -. ·. NIA N/A ·. .. N/A
provisions of this long term
disability lhsurance1

- - - - - - - .. - - .. - .. - - - .. - -
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IV. CREDIT UNIONS

Uhat credit unions are Same as State of Arizona State Arizona State Arizona State Grand Canyon In Tucson, DES Federal
avai lable to your enployees? Arizona. Savings and Enployees Credit Enployees Savings Enployees Phoenix, and Credit Union:

Credit Union Union, and and Credit Union: Federal Credit Flagstaff , Grand Canyon
Dessert Schools Union: enployees have State Enployees
Enployees Credit Saguaro Credit AZ State the Arizona Federal Credit
Union. Union E"1'loyees State E"1'loyee Union:

Federal Credit Credit Union and Arizona State
Union Grand Canyon Savings and

Credit Union's Credit Union.
to access.

-
\0......
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Iv. DEFERRED COMPENSATION I

1. Do you offer any other Yes. Yes. Yes. Yes. No. No. No.
type of deferred compensation
program other than that I

offered through the State
Deferred Compensation Program
which is administered through
PEOSCO?

2. If so, what Is iJffered and Tax Sheltered 403 (b) and 403 See attached. TDA-Tax Deferred .. .. N/A
what are the major' ilrovislons Annuities under (b) (7) which Higher exclusion Annuities savings
of this program? the provisions of allows employees I imits, greater before taxes are

Section 403(b) to tax defer up variety of deducted.
IRC to the lesser of investment

20X of their companies and
salary or $9,500 fund options,
annually. e.g. 4038 (1) and

(7) Tax Deferred
Annuity/Mutual
Funds.

\0
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VI. [OLLEGE TUITION PAYMENT

1- Do you pay any part of the Yes. Yes. Yes. Yes. Yes. \Ie pay 51,000 Agency
college or university tuition bonus to es tabll shes
for your employees7 cert If1cated policy.

staff only on Established for
advancing In DOA by dept.
grade by policy,
acquiring 15 administered by
additional each division's
semester units. Asst-Director
This bonus Is to and is subject
offset expenses to funding
Incuned for ability of
education. division.
Classlf led
employees are
not supported In
continuing
education
efforts.

2. If so, what amount Is paid See attached See attached See attached. All but S25 for Registration & See It. Payment Is 100X
by semester and/or by class7 policy dated up to 6 tuition fees for by class with a

1188, Sect ion hrs./regular a maxillUll of 6 SSOO/employee
8(1), 8(4), semester for hrs/semester at fiscal year
8(6), 8(7), full- time a rate equal to limit.
8(8), 8(9). employees, 9 hrs. or less than the

for 112- .99 HE. cost per
semester hour
established by
the 3 major
unl vers it ies.

~
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3. yhal are the restrictions I See attached
and requirements f"r tuition
payment in terms of grades
earned, attendance at classes,
job relatedness of the
classes, etc.?

None. None. None. No. Bonus payable
only on grade
advancement
which requires
that 15 unl ts be
c~leted

successfully and
credited on an
official
transcript.

Employee flUst
earn a grade of
"e" or better
attend on non
work hours, and
the
cless/classes
flUst be job
related.

No.No.Yes.Partial payment.Yes.

!:;.~::r::;::r :~:: :~"lion IS" ,".,".. I I I I I I I
5. If so, how nuch is paid
per class and/or per semester
for spouses or dependents?

See attached See attached:
Section B(2),
B(3), B(5),
B(10).

See attached All but 25X of
actual
registration fee.

6. Yhat restrictions or
requirements, if any, apply to
payment for spouses or
dependents?

See attached See attached:
Section B(8),
B( 10).

See attached. Dependent flUst be
less than 30 yrs.
of age and be
claimed as a
dependent on
income tax
return.

'e
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VII. DAY CARE

1- Do you have a Day Care No. No. Yes. No. No. Expect to open Yes, The Chi ld
Program? our first Day Development

Care Center at Center.
our Phoenix Day
School for the
Deaf by start of
school year
1992-93.

2. Please specify the -. NIA Three laboratory NIA -- Infants • Day care for
components of this day care schools used for through after- children ages 6
program. day care, pre- school program. weeks to 6 years

school, planning with learning
an on-site component.
facility. Center Is

accredited by
the National
Academy of Early
Childhood
Programs.

3. Do you have anyon-site -- A chi ld care As above. NIA -- Estimate The Center is at
day care facilities, and/or focus group is facilities to be a nearby site,
are you planning any day care currently on-site by end typically
facilities on site? looking into of February referred to as

various options, 1992. on site due to
one of which is the physical
an on-site makeup of the
facility . Capitol comolex.

. -
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4. If you have a day care -- N/A FT: SaO-aS/week; N/A .. Estimated Infants to 2 yrs
facil ity on-site or al"e tuition Is in - S86/week;
planning one, what tuition Is PT: Not the range of
or will be charged? determined S80-S100/weelc. 2-3 yrs -

S811week;

3 1/2-6 yrs -
S77/week

5. Uill the State pay for any -- N/A No. N/A -. No. No.
of this tuition and, 11 so,
how much? -

6. Does or will tuit I(In cover _. N/A University N/A -- Yes. Tuition costs
the full cost of operation of providing cover staff
the day care facility? If building, salaries, food,
not, please specify other maintenance and insurance and
expenses and who pays these utilities. program
expenses. classroom

suppl ies.
Facil lty &
grounds
maintenance,
security &
custodial
services are
incorporated in
general State
building
maintenance
schedule.

7. Uhat Is your budget for .- N/A N/A N/A -- Estimate of cost N/A
operat Ion of the day care of operation Is
center? S80,OOO/yr based

on 28 ch ildren.

8. Do you have any contracts _. No. No. N/A -- Contract will be Yes. Services
with day care providers to In place wi th provided by
provide reduced rates for your UMCA (Glendale); contract with
employees? If so, with what there will be no SlJ11lla Assoc.
provider? rate reduction

for ~loyees.

-

~



9. Do you subsidize any day -- Yes. $8,400 No. N/A -- No. No.
care for your employees either annually to
through payments to providers provide evening
and/or payments to employees? child care for
If so, how much is provided $l/evening for
and what are the provisions of NAU faculty,
thi§ plilfi? !lUff lind

s t Udef1f!~ •

-
\0
-..J

- - - - - - - - - - - - - - - .. - -
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REGENTS UNIVERSITY UNIVERSITY ARIZONA PUBlIC SAFETY AND BLIND ADMINISTRATION

VIII. DEPENDENT CARE
REIMBURSEMENT ACCOUNTS

1. Do you offer any dependent Yes. Yes. Yes. Do not Yes. No. No. No.
care reimbursement accounts offer DOA
other than the accounts program.
offered through Colonial and
administered through the
Department of Administration?

2. If you do, do you Third Party Third party. Third party. Administered by -- .. NIA
administer these directly or Administrator. Eide Helmeke and
do you contract with a third Co., Phoenix, AZ.
party administrator?

3. Uhat are the major Haxinun allowed Up to $S,OOO/yr As provided by Tax savings for -- -- NIA
provisions of your dependent by IRC ($Sk). reimbursement law with a federal, state
care spending accounts? for day care for $S,OOO/yr and Fica,

chi ldren up to maxi_. expenses incurred
13 yrs or for chi ld care
disabled (up to age 13)
dependents. and/or dependent

care. $5,000
annual I imi t.

-
\0
00

- - - - - - - - - - - - - - - - - -



- - - - - - - - - - - - - - - - .. - -
4. IJhat are the Conbined with $2.34/month. $2.45/month for Initial set-up -- -. N/A
administrative costs that you Health Care each employee fees $7,500 (3
incur and/or pay a third party Reimbursement enrolled. schools pro
administrator to lIdininister Accounts. See rate).
these accounts? attached fOR

ENTIRE UNIVERSITY Annual
lllliM..:. maintenance fee

$1,575 (3 schools
pro rate).

Monthly I

fee/participant
in one benefit
pool=$2.60.

Monthly
fee/part icipant
in two benefit
pools+$2.95.

\0
\0
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IX. HEALTH CARE REIMBURSEMENT
ACCOONTS

1. Do you offer health care Current! y offer. YeslYes. Yes. Yes. No. No. No.
reimbursement accounts andlor
do you pi an to offer these
accounts in the future?

2. If so, will you administer Third Party No. No. No. -- -- NIA
these accounts internally? Administrator.

3. Do you or wilL you Yes. Yes. Yes. Administered by -- .. NIA
contract with a third party Eide Helmeke and
administrator to administer Co.
these accounts?

4. Explain the current or Ha. $1,200 pre- Up to $1,200 As provided by Tax savings for -- -- NIA
expected provisions of these tax deduction per annuaLLy for law, wi th federal, state
accounts. caLendar year. medical expenses $1,200/yr and Fica.

aLLowed under maximum. Expenses paid for
IRS. eLigibLe medicaL

and dental
expenses. $1,200
annuaL Limi t •

-
.....
8

- - - - - - - - - - - - - - - - - -



- - - - - - - - - - - - - - - - - - -5. ~hat are/or anticipated to Conblned with $2.45/month. $2.34/month for Initial set-up -- -- N/A
be aaninlstratlve conts that Dependent Care each employee fee $7,500 (3
you will incur or that you RelnbJrsement enrolled. schools pro
will pay a third pary Accounts. See rate) .
administrator to aan1nlster attached FOR
these accounts? ENTIRE UNIVERSITY Annual

SYSTEM. maintenance fee
$1,575 (3 schools
pro rate).

Monthly
fee/part Ici pant
In one benefit
pool=$2.60.

Monthly
fee/participant
In two benefit
pools=$2.95.

NOTE: Monthly -- N/A
aanlnistratlve
charge for
employees In one
flexible
spending account
is $2.45, for
employees In
both accounts Is
$2.95.

-

......
o......
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x. UEllNESS PROGRAMS

(Include ElI'ployee Assistance
ProgrlllllS)

1. Do you offer a wellness No. Currently under Yes. Yes. Yes. Have offered Yes.
program to your employees? review. ElI'ployee

Assistance
Program (we have
been told that
this is no
longer
avai lable). The
Student Health
Center offers
in-services to
staff on varying
health topics
relating to
students, that
personally
benefit staff,
I.e. infectious
diseases,
sybstance abuse.

-
I-'

f3

- - - - - - - - - - - - - - - - - -



- - - - - - - - - - - - - - - - - - --
2. Uhat are the c~)nents of -. N/A ElJl>loyee Health promotion Mandatory yearly See #1. 1) Quarterly
this wellness plan? Assistance services: stress physical fitness Health

Program; Use of & time mgt; testing for Newsletter
swim center; nutrition educ comni ss ioned
Membership and diet employees. 2) Health
available for the analysis; health Voluntary for promotion
Student risk assessment civilian classes
Recreation Center and related; employees.

weight mgt; 3) Uellness
smoking resource library
cessation; (books, video
cardiopulmonary tapes,
resusscitation audiotapes,
certification; brochures).
substance abuse
educ; supv 4) One time per
training relating year health
to substance fair, one mile
abuse in the work walk.
place; team
building and
ilJl>roving work
relationships;
etc. See
attached.

ElJl>loyee
Assistance
Services: See
attached.-

-
3. Do you offer fitness No. Aerobics Yes. No. As these No. No. No.
classes to your elJl>Loyees? services already

existed through
,

the UofA Dept. of
Campus
Recreation.
COIJl>lex offers
elJl>loyees a
cOlJl>lete variety
of fitness
classes and
opportunities for
maintaining
fitness.

3a. Do your elJl>loyees pay for -- S15/semester, Yes - S150/yr. S125/yr. .. .. N/A
these classes and alt what class meets 3 Aerobics-
rate? times/week. S62.50/yr.

Other skill
development fees
S10-S30/per

I-' course. See
0 attached.\.>J -



3b. Uhat is the State's cost -- None. None. Self-supported by -- -- NIA
for providing these classes? registration fee.

See attched.

3c. Are these classes offered -- After work. Both Before, during -- -. NIA
during work hours or after and after work, 7
work hours? days a week.

4. do you have fitness -- Yes. Yes, on a Yes. Yes. Yes, but not liS No.
centers, gymnasiums, or other membership fee part of •
facilities available to your basis, S150/yr. wellness
employees for their use? program.

4a. Uhat is available? -- Pool facilities; See attached. Tennis, Llfecycle, Gym, Swinmln N/A
Recreation racquetball, Stairmaster, pool, weight
Center; basketball, Rowing Machines, room, track.
Gymnas ilJl1S. aerobic dance, Free Ueights,

Tai Chi, Universal
swillllling, Equipment.
camping, hiking,
weight training,
track, squash and
other activities.
See attached.

4b. Does the employee pay -- Pool - $150/yr Employee Uellness No. No. NIA
toward the cost of operation .25/visit; services detailed
or for use of these Recreation in Items Xl and
facilities, and if so, at what Center - X2 are generally
rate? S50/semester; without fees.

S100/annually. Employees who are
Rec. Center ,
meabers pay an
annual fee of
S125 with minimal
fees for
speci al !zed
courses of
instruction.

5. Uhat is your total budget -- N/A $62,000 - S75,000/yr for -0- No. Activities S141,000 for
for your wellness program? Employee 1991-92. Cost of are II pllrt of approximately

Assistance fitness courses work and IIny 29,000
Program only. offered through costs that may ~loyees.

Campus Rec. would be incurred,
be impossible to i.e., an
determine because honorarilJl1 for a
the facH ity is speaker, would
funded by student be paid from
fees with the staff

..... employees having development
0 the opportunity funds.
~.

to participate at
the rate of
S125/yr.

- - - - - - - - - - - - - - - - - - -
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XI. RETIREMENT PLANS/PROGRAMS

1. Do you offer any other Yes. Yes. Yes. Yes. No. No. No.
retirement plans/programs
other than those administered
by the Arizona State
Retirement System and the
Public Safety Retirement
System?

-- -- N/A

2. If yes: Arizona Board of TI AA/CREF Optional T1AA/CREF -- -- N/A
Regents Opt iona I VALIC Retirement Plan (Teachers

2a. Please specify the names Retirement Plan (an annuity with Insurance and
of these plans/programs. as provided by either T1AA?CREF Annui ty Assoc.,

ARS1S-1628. or VALIC College
insurance Retirement
companies). Equities Fund).

VALIC (Variable
Annuity life
Insurance
Company).

2b. Please specify eligibility See attached plan Same as required facul ty. Must be contract -- .. N/A
criteria. document. for Professional. employee hired to

participation in Admin. staff work more than 6
ASRS and PSRS employed for at months for at
and rust be least five months least SOX time.
under "Notice of to work at least
Appointment" 20hrs/week.
from University
President, i.e.,
faculty,
administrative

...... service, or
0
Vl academic

professional.

- - - - - - - - - - - - - - - - .. - -



- - - - - - - - - - - - - - - - - - -2c. Please specify the See attached plan Benefits are Portability, See attached 00
- 0 N/A

benefits offered through these docllllent. outlined in the Retirement income brochures.
other plans/programs and the attached based on total
ages (s) at which employees brochure. accUfllJlated (not
can retire through early Employees can for years
retirement and regular retire at any service). No loss
ret i rement. age. of earned

retirement income
if employee
leaves state
service before
retiring.
Flexibility to
vary retirement
income. Early
ret i rement age ~)O

on. Regular
retirement age
60.

2d. Please specify the State See attached plan ]X of employee's 7.0% ]X to each plan. 0_ o- N/A
contribution toward these docllllent • salary.
plans/programs.

2e. Please specify the See attached plan ]X of employee's 7.0% ]X to each plan. 00 00 N/A
employee contribution toward docllllent. salary.
these plans/programs.

2f. Attach brochur~, if See attached plan Attached. See attached. .0 -- o- N/A
possible. docllllent.

-

.....o
0\
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XII. OTHER BENEFITS:

1. Pre· tax benefits not None. See below. .- None. None given. -- None
included in any of the above
questions. ,

2. Please list any other None. See below. -- None. TSA1s (Tex .-
benefits provided to your Sheltered
employees, the major Amultles). The
provisions of the benefit, end only cost to the
the cost to the State and the stete Is to
employee. process the

paperwork.
Employee peys In
full •

-
......
o
--.I

- - - - - - - - - - - - - - - - - -



- - - - - - - - - - - - - - - - - - -
1) Voting leave- Group Banking
see attached. Plan • Must be

on direct
2) Emergency deposit, with a
leave-see participating
attached. bank, monthly

service charge
3) Jury duty-and waived, first
material witness 200 checks free,
service. See up to 1X lower
attached. interest rates

on certain
4) Military individual
leave. See loans. No cost
attached. to employer or

employee.
S) Medlcal-
Maternity leave ;

of absence. See
attached.

6) Extended leave
of absence
without pay. See
attached.

U. S. Savings
Bonds . Must be
on payroll,
purchase at 1/2
price of bond,
purchase through
payroll
deductions. No
cost to
University.

Employee
Assistance
Program - See
attached
brochure .

......
o
00
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As required by Arizona Revised Statutes, I am submitting the
Department of Administration's annual salary recommendation for
fiscal year 1992-93.

As a basis for salary recommendations, the Department of
Administration has conducted the Joint Governmental Salary Survey
as in prior years. Not unexpectedly, the results of that survey
indicate that the gap between the public and private sector market
versus state service workers reached 19.6% as of July 1, 1991.

Because of the significant nature of that gap, a multi-year plan
would be required to approach a competitive position. In order to
eliminate the difference entirely, and to achieve what has been the
compensation philosophy of state service employment which is to be
an average payer in the marketplace, a genuine commitment would
have to be made on the part of all involved. Assuming an estimated
4.9% market movement in each of the next three years~ the market
would be 38% ahead of state service workers by July, 1994 if no
increases were granted. To close the gap in a three year program,
increases of more than 11% each year would have to be appropriated.
While it is understood that such a commitment would be very
difficult, our ability to recruit and retain adequate personnel
will continue to deteriorate if we do not at least begin to address
the problem. Further, When the Arizona economy improves, there
could be an accelerated loss of employees with the experience,
~alent and vision needed to deal with the increasingly comple~lO
1ssues that face state government.

December 23, 1991

Dear Senator Gutierrez and Representative Wettaw:

The Honorable Jaime Gutierrez
The Honorable John Wettaw
Joint Legislative BUdget Committee
1700 West Washington
Phoenix, Arizona 85007

GERARD W. TOBIN
Deputy OirllCllll'

ARIZONA DEPARTMENT OF ADMINISTRATION
OFFICE OF THE DIRECTOR

1700 WEST WASHINGTON. ROOM 101
PHOENIX. ARIZONA 15007

(102) 542·1500

••FIFE SYMINGTON
G_nor
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Gerard W. Tobin
Deputy Director
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The goal of Project SLIM (Strategic Long-Term Improvements in
Management) is to identify, evaluate and implement ways to best
deliver programs and services at the highest quality and lowest
possible cost. A potential outcome of these refinements could be
a more flexible work force with individual employees having greater
responsibilities and accountability. The compensation plan in its
current noncompetitive position is inadequate to support this
concept.

Also important to effectively managing a cost effective, goal
oriented organization is the availability of funds to support a pay
for performance program. However, this type of program, designed
to provide a higher level of motivation and ultimate return on the
personal services dollar, cannot be utilized unless the basic pay
plan has some competitiveness with the appropriate markets.

CUrrent budget constraints leave the Department of Administration
in the position of having to recommend a general adjustment of only
1.86% for all covered state service employees. This amount is
woefUlly inadequate to meet the real needs of the state in the
coming years. This recommendation includes teachers and other
professional educational personnel within the state juvenile
educational system as required by A.R.S. 41-2841.1.

The recommended 1.86% increase is based upon the general fund money
available to state service for fiscal year 1992-93 which is
approximately 7.7 million dollars. This sum of money is inadequate
to make recommendations which target variations in the market gap
for different occupational groups. It is inadequate to fund a
performance pay plan, particularly in light of the market
disparity. And, in view of the fact that employees received no
salary increases of any kind in fiscal year 1991-92, it would be
inappropriate to utilize this small amount for Classification
Maintenance Reviews or special recruitment rates.

As always, the recommended salary adjustments are for state service
employees only. Universities, the Department of Public Safety,
and the Arizona School for the Deaf and Blind, as well as
legislative and judicial employees, make separate recommendations
for salary plans.

In conclusion, the state's employees are the most important
resource in its future. I cannot overemphasize the need to work
for and toward a way to begin to address this problem. Our success
or failure in dealing with the issue will have a significant impact
on whether state government is a leader in these difficult times or
simply another casualty.

Sincerely,

j.1u51~
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THE JOINT GOVERNMENTAL SALARY StlRVEY

Begun in 1974, the Joint Governmental Salary and Benefits Survey
is conducted on an annual basis to serve the mutual purposes of
sponsoring governmental and educational organizations. The
intended purpose of the survey is to determine the compensation
levels within the statewide Arizona labor market by soliciting
voluntary participation from pre-selected private and public
organizations. Each sponsoring organization contributes to the
design of the questionnaires, to selection of the positions to be
surveyed, and provides resources for the data collection and
audit phases of the survey.

The sampling process is based on stratification of all establish
ments within the State of Arizona by type of industry, employment
size, and location. New organizations are solicited using a ran
dom-selection technique to assure representation across three
designated state areas - MARICOPA, PIMA and BALANCE OF STATE.
Firms which employ fewer than 1000 are assigned weights to assure
adequate representation in the survey. If an organization
declines participation, a replacement is selected on the basis of
industry and location. utilizing this managed selection process
retains certain historical wage and salary data, reduces sampling
errors and minimizes overall survey costs.

Since 1978 the survey has grown from 112 reporting organizations
to 221. The number of positions reported in the survey in 1991
is 35,045. The private sector provided 48% of the positions in
the survey in 1978 and 80% in 1991.

Occupational classifications (benchmark positions) are defined in
advance of the survey. The purpose of the benchmarks is to help
identify for participants the key elements within a specific job.
Survey sponsors (data collectors) participate in the selection,
development and approval of the benchmark positions during
preparatory meetings. As a part of the training process, data
collectors are instructed to visit each of their assigned firms
to review the data questionnaires and assist in the matching of
the survey jobs.

The reported salary and wage information is arrayed for compari
sons based on actual pay practice. Average salary information is
weighted by the number of positions reported by the organization.
Range pay information is reported as a simple average.

The salary information is verified for completeness and consis
tency by reviewing each submission versus the last survey;
checking wage relationships within and among various occupational
qroupings, industry classes and qeoqraphical areas; and verifying
that newly SUbmitted information is within reasonable tolerances.
Inconsistent information is· validated via telephone. In
addition, some organizatioD5 are visited by state Personnel
Division and other co-sponsor staff to post-audit the matches
provided in the previous survey.

112



AIm smm:Y REStJIl1'S

'!he S''JD'I'DiSry 1::le.l.cw' J:eflects the actual c:DIp!Irisa1 of certain State service
bendJlJllUX classi.ficatialS with the statewide~. '!be data. uti) j zed to
develcp this schedn ] e is Lep01:ted in CJJr 1991 Joint Gave.mae1tal salary am
Benefits survey.

'Do display the State's pay practice versus the overall market position, the
J:elative position of certain CXX"lpatia'Bl groJpings (all the data columns) are
S'mMrized on the basis of +/- percentages: eac::h column Lep.Iesents the
difference between state service rarges arxi average pay an:! the cm:rent survey
rates.

CXIlPARI!Df S'rA'l'E 1QiKV@ VB MNgI#t SUKVft
(Percentage Variarx:e vs Market)

GUide"
O;;;cupational Group Minimum BW:!t MaxiJm.Im Average

- Clerical - 6.3% - 8.1% -5.1% -21.8%

- 5e.rVice/Maint + 1.2% + 2.3% +4.5% - 6.4%

- Technical - 6.7% - 6.0' +0.1% -17.9%

- Trades & Related -17.8% - 8.2% -3.8% -15.8%

- Prof/Admin -11.1% - 9.1% -8.6% -20.3%

- Medical - 5.7% - 5.4% -6.5% -10.4%

Percentaqe variance - 7.5% - 7.5% -5.2% -19.6%

'ihe al::xJve display in:ii.cates that State service ran;es are:

7.5% Eela..r the market miniltum
7.5% Bela..r the Guide Point* in the market
5.2% Bela..r the market maxi.m.Im

19.6% Bela..r the market actual average

* J:)Je to varyi.r:g hi.rin:J rates actually paid in many classes, the Qlide Point
is a calOllated reference point midway be'btleen the hi..ri.n; rate and the ma.x:imJm.
It also may be referre:l to as the mid-point of the salary ran;e.

prrC'IPM'ED Si\IARY BtIWE'.IS

our 1991 scurces for foreeast.in:;r 1992 wage am salary~ in the Western
United states project the follewirq salary i.nc::reases in aet:ual pay and/or pay
am merit 1:u3gets:

American Cr::Irpensation Association 5.3%
Joint Governmental salary survey 3.9%

(Includes est. ave. of 2.0% by 8 pJblic entities)
Hewitt 5.2%
TPF&C 4.8%
wyatt 5.3%
Average Projected HaVement 4.9%

113
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1991 GOVERNMENTAL SALARY SURVEY RESULTS

STATE STATE STATE
BENCH SCHEDULE SURVEY GUIDE- SURVEY STATE SCHEDULE SURVEY

BENCH TITLE NO GRADE MINIMUM MINIMUM POINT AVERAGE AVERAGE MAXIMUM MAXIMUM
-------,------------------------------------------------------------------------------------------
Clerk Typist II 103 9 1129 1123 1339 1447 1175 1548 1558
Info Process Spec II * 104 11 1277 1340 1508 1630 1345 1738 1900
secretary * 107 11 1213 1340 1476 1679 1329 1738 1878
Legal Secretary I 108 15 1546 1597 1915 1867 1691 2283 2174
switchboard Oper I 109 8 1066 1149 1264 1276 1197 1461 1491

Mail Clerk I 112 8 1066 1088 1264 1254 1105 1461 1515
Supplies Clerk II 113 10 1190 1223 1411 1440 1276 1631 1684
Personnel Assistant II 114 11 1207 1492 1473 1709 1345 1738 1977
Graphic Designer I 115 16 1658 1745 2084 1942 1890 2509 2481
Revenue Control Tech 118 8 1066 1268 1264 1481 1066 1462 1734

Accounting Tech II 121 11 1207 1339 1473 1598 1291 1738 1865
Col1ec:tor II 131 15 1546 1476 1915 1756 1631 2283 2043
Data Entry Oper III * 152 9 1167 1192 1358 1369 1297 1548 1654
Admin Support Spvr I 181 14 1480 1900 1806 2009 1615 2131 2529
Data Entry Spvr II 184 16 1658 2030 2084 2333 1951 2509 2770

Supplies/Warehouse Spvsr 214 18 1936 2188 2434 2692 2132 2931 2965
Groundskeeper I 224 11 1207 1162 1473 1476 1348 1738 1547
Laborer 225 10 1190 1229 1411 1489 1467 1631 1599
Duplg Equip Oper III 231 15 ·1546 1503 1915 2008 1745 2283 2157
Equipment Svcs Asst 232 14 1480 1515 1806 1895 1560 2131 2025

Driver 233 9 1129 1204 1339 1561 1240 1548 1575
Equipment Operator I 234 12 1294 1738 1579 1955 1657 1864 2140
Custodial Worker I 236 8 1066 1010 1264 1218 1202 1461 1350
Custodial Crew Spvr I 237 13 1385 1509 1690 1779 1608 1995 1994
~od Service Worker II 256 7 1000 857 1186 970 1054 1371 1202.....
-I>-



1991 GOVERNMENTAL SALARY SURVEY RESULTS

STATE STATE STATE
BENCH SCHEDULE SURVEY GUIDE- SURVEY STATE SCHEDULE SURVEY

BENCH TITLE NO GRADE MINIMUM MINIMUM POINT AVERAGE AVERAGE MAXIMUM MAXIMUM
-------------------------------------------------------------------------------------------------
Food Service Spvr I 257 12 1294 1558 1579 1529 1513 1864 2108
Cook II 258 11 1207 1110 1473 1276 1654 1738 1536
Security Aide 277 10 1190 1230 1411 1252 1308 1631 1743
EDP Computer Oper III 298 15 1546 1649 1915 2046 1727 2283 2253
Welder * 430 17 1795 1982 2252 2519 1981 2709 2406

Equip Operator III 435 16 1658 1883 2084 2192 2276 2509 2410
Physical Plant Spvr I 437 17 1790 2412 2250 2906 2070 2709 3164
Refrigeration Mech * 438 17 1795 1910 2252 2502 2096 2709 2630
Carpenter I * 439 16 1795 1849 2152 2320 2009 2509 2396
Painter * 440 16 1795 1774 2152 2360 2321 2509 2408

Electrician * 441 17 1795 2039 2252 2891 2026 2709 2681
Plumber * 442 17 1795 1994 2252 2471 1953 2709 2669
Equipment Shop Spvr I 489 19 2098 2708 2637 3325 2703 3176 3571
Stationary Eng II 492 15 1546 1760 1915 2099 1720 2283 2468
Buyer II 615 16 1658 2061 2084 2494 1821 2509 2807

Purchasing Manager II 616 21 2573 3315 3234 4054 3017 3894 4620
Prog Compliance Audit.II 620 18 1936 2530 2434 3005 2216 2931 3582
Fiscal Svc Spec II 621 16 2099 2050 2084 2270 1847 2509 2790
Fiscal Svc unit Spvsr 623 19 2573 2998 2638 3545 2358 3176 4052
Transportation Eng I * 648 22 2970 3190 3613 3772 3402 4255 4249

EDP Prog Analyst II * 654 19 2370 2188 2773 2949 2508 3176 3074
EDP Tech spt Spec II * 658 22 2917 2663 3586 3130 3479 4255 3890
Personnel Analyst II * 669 19 2209 2335 2693 2955 2388 3176 3288
Librarian II 670 18 1936 2223 2434 3149 2112 2931 3220
~ibrary Associate 672 14 1480 1456 1806 1937 1637 2131 1948
Ul
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1991 GOVERNMENTAL SALARY SURVEY RESULTS

STATE STATE STATE
BENCH SCHEDULE SURVEY GUIDE- SURVEY STATE SCHEDULE SURVEY

BENCH TITLE NO GRADE MINIMUM MINIMUM POINT AVERAGE AVERAGE MAXIMUM MAXIMUM
-------~---------------------------------------------- --------------------------------------------

Planner II 673 19 2098 2537 2637 3303 2471 3176 3625
physical Plant Dir. 679 21 2573 3396 3234 4022 2881 3894 4870
Att. III , Asst. AG 680 22 2811 3645 3533 3761 3236 4255 5463
Budget Analyst II 681 21 2573 2626 3234 3252 2573 3894 3742
EDP Prog Analyst I * 685 17 1891 2493 2300 2755 1976 2709 3382

EDP Prog/Analyst III * 686 20 2583 2556 3063 3042 2830 3543 3608
Human Svc Spec II 688 16 1658 1909 2084 2331 1845 2509 2873
Public Info Off II 690 17 1790 2549 2250 2914 2164 2709 3550
Training Officer I 693 19 2098 2444 2637 2842 2483 3176 3232
EDP Sys Prog Mgr II 694 24 3378 3884 4245 4645 4617 5112 5402

EDP Comp Opns Mgr II 695 23 3081 3248 3873 4178 4054 4664 4618
Nursing Assistant 959 8 1066 1011 1264 1181 1166 1461 1405
LPN * 960 11 1270 1445 1504 1757 1469 1738 2039
Hab/Psych Nurse I * 961 17 1884 2071 2297 2586 2273 2709 3010
Lab Tech II 963 13 1385 1429 1690 1832 1557 1995 2131

Rad Tech II 965 14 1480 1788 1805 2180 1891 2131 2562
Pharmacist I * 966 20 2413 3118 2978 3814 3409 3543 4404
Med Tech II 998 16 1658 1912 2084 2456 1775 2509 2806
physical Therapist II * 999 20 2353 2628 2948 3143 2520 3543 3711

Benchmarks Added in 1991:

Executive Secretary II 141 16 1658 1833 2084 2129 2003 2509 2440
Legal Assistant II 682 17 1790 2056 2250 2201 1902 2709 3048

* Special Recruitment Rates..........
0\



1991 JOINT GOVERNMENTAL SALARY AND BENEFITS
SURVEY PARTICIPATION

*Does not include State Government
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15,775

25,157

49,054

222,150

EMPLOYMENT

1,813

TOTAL

586,652

LARGE

437

418,528

26

18

221

1,376

SMALL

ORGANIZATIONS

65

168,124

INDUSTRY

GRAND TOTAL

TOTAL PRIVATE

Government*

Construction

Services

Finance/Insurance/
Real Estate

Trade

Manufacturing/
Mining

Transportation/
Communications/
Utilities

EMPLOYMENT

NUMBER OF
ORGANIZATIONS
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evidence that state and loc~l government employee costs nave gotten totaliy QUI of canuoL

There has never bcell sllch a thorollgh state-by state-analysis of the growth of state and

In issuing the report, ALEC N:.tional Chairman State Representative Fred C.

Noye of Pennsylvania said, "'America's Protected Class' provides compelling

"AMERICA'S PROTECTED CLASS"
New Study Reveals How State and Local Public

Employee Compensation is Bankrupting the States

Washington D.C.- The Amelican Legislative Exchange Council released a ground
breaking study today that demonstrates that state and loeal public employees received D2.
Jill1ign in excess compensation in 1989 alone. According to the original research completed
by ALEC policy staff. state and local public emplQyee compensation rose four rimes faster

than that in the private sector throughout the 1980s, pushing public employees ahead of the

private sector. The study offers a state-by-suue analysis of the increase of state and local
government compensation in comparison with the private sector from 1980-89.

118

February 16, 1992Contacts: Noel Card, Ext. 235
Elizabeth Van Lanen, Ext. 236

"Every state in the nation is struggling to balance their budgets this year in spite of record

tax increases totalling S29.billion in 1991 and 1992. Our research shows that if public

employees' compensation had grown as fast from 1980 to 1989 as that of their

counterparts in the private sector, none Of these tox increases would hayc beca necessary."

said Samuel A. Brunelli, ALEC Executive Director and co-author of the study.
Brunelli added. "Today, state and local public employees have become "America's

Protected Clas,," because they 8re insulated from the market forces that dctennine the

wages, salaries and compensation of the taxpayers who foot the bill."
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local emp.~oyee costs throughout the nation. I can guarantee that state governments in every

state in me narion are going to take a long, hard look at employee compensation due to this

study. We owe it to the taxpayer to ensure that they arc not paying more for govemment

services \than they should. 'America's Protected Class' shows that we have been paying

far too much for far too long."

"The key point to remember is that we are nOl talking about the growth in the size of

government due to a new commitment to education refonn or some other public priority, ,.

said Wendell Cox, ALEC Senior Policy Analyst and co-author of the study. "but

the actual compensation state and local public employees receive in wages, salaries and

benefits. on average, compared to people in the private sector."

The American Legislative Exchange Council (ALEC) is the nation's largest bipartisan,

voluntary membership organization of state legislators, with 2.400 members throughout all

50 state'S, Pumo Rico and Guam. ALEC is a 50l(c)(3) non-profit educational and pUblic

policy mstitute, dedicated to developing and disseminating policies which expand free·

markets, promote economic growth, limit government and preserve individual liberty.

ALEC i:sgovemed by a 21 member Board of Directors of state legislators. ALEC receives

its financial support through the generous conaibutions of philanthropic foundations,

companies and corporations.

ALEC NEWS RELEASE; II America's Protected Class" 2
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ALEC NDYS RELEASE: "America's Protected Class"

AMERICA'$ PROTECr",a CLASS

KEY FINDINGS

eublic pay Bose Four Time! 8$ Fast as private Pay

o From 1980 to 1989, average 12Dyate sectQr employee compensation increased by 3 4%.
or 5960 (adjusted for inflation-1980 base.)

o Average state and local gQvernment employee compensation inCreased by 14.6%. or
$4,031 (adjusted for inflation-1980 base.)

Q Stare and Js2CAl,ioyernment emplQYees received $4,2Q for each 51.00 of private sectOT

incn:s3e, with city employees receiving the highest inacase of SS.OS on the dollar
compared to the private sector (adjusted for inflation.)

Public Pay Rai,es Were Greater in Nearly AU States

Q State government employees received larger wage llnd salary increases in 46 stlXC3.

a Local goyerr;rneot employees received larger increases in 49 states.

Q In 12 Slates. stile government emplqyees are paid, on average. 20% more than their
private sector countcrpans (Alaska, Cal., Col., Iowa, Minn., Mont., Neb., N.C., N.D.,
R.I.• S.D. and Vt.)

o In meh! states, locaL.iQvernment emplOYeeS are estimated to receive, on average,
wages and salaries more than ZO% above the private !lector (Alaska, Ariz., Cal., Hawaii,
M.d., Nev., N.D. a.nd R.I.)

Public EmPloyee Compensation is Drjyin~ Tl1X Incrcases

a In 27 Qf the 31 states that enacted tax increases during the 1991 legislative session, the
amount of the tax increase w8.~ less than th<; Imount ofexcess compensation increase in
1989 for State and local govemment employees (calculated on a 1980 base.)

Higher PubHs; Pay R@ises are Unjustjfied

Q Increased spending in education is not to blame, since the compensation for state and
local oQo-,ducatjQo eIDplo)'c:e:; rose: mOre steeply than it did for those in education.

o Though the public employee wQrkforce is different than that found in the private sector,
no more than ooe.e;e-hth of the difference: in compensation can be attributed to the
composition Qf the workforce.

i:l Though public employees arc perceived as being compensated less well than employees
in (he private :iectnr, (he fact is tile "catch-up" process has been going on for 40 years, and
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The competitive forces that help to detemline compensation in the private sector do not exist
in the public sector. Rather than the marlcet determining compensation, administrative and
political forces dctenninc pUblic employee compensation.

Apply competitive forces to the detennination of public employee pay. This can be
accomplished by:

Q Use competitive contracting for public services to ensure they a.re provided at
no more than the market rate, or,

Q When competitive contracting is not feasible. regulate compensation at the
point where public employee turn-over rates match that of the private sector, which
mdicates that the levels of compensation are comparable. However. this would take
a long time to implement and would not address the current fiscal crisis, therefore:

Q Establi:>h "Public pay equity," which would require that the average
compensation of state and local government employees not rise at a rate greater
than that of private employees in the state.

Public employees receive benefits greater than the private sectOr, including:

C Employer Security
Q Employment security through civil service and other employment proteCtions
C An average of 3.6 more dan Of paid holidays annually
o After one year, an ayerae Of 2'" more paia Vlsagon
C After ten years, an average Qf 10'!z mon; paid vIClriQD a year
o An average of 17% more paid leave a year (excluding holidays and vacations)
Q ~n-wilC benefits (including pension, health insurance, life insurance, social

security, etc.) that nera&C& 28% bjgher than the private sector

ALEC NEWS RELEASE; "America's Protected Class"



I THE AMIo:RICAN LEGISLATIVE EXCHANGE COUNCIL

l
I

CO~A~ONOFAVERAGE

MONTHLY WAGES & SALARIES:
OCTOBER 1989

I A.....ee ""race a...Gem. Aft... UalCcm.
Slaie Salary: Saluy: CoaIpIIred .....,,: ~.

I Pit.... s.... Govt. to PIt..1e LOQIIGcm. Pma_

A1IbIma $1.714 S1~ 11.3~ 51.6%8 .1.'"
II! It.Wb $2,640 $3.114 20.91 $3.270 23.'~

Arizona 51.113 $2.138 13.,,. S1.JQ3 22.3~

I
AIianIloS 51.591 $1.7"9 9.9~ SI,464 -L~

Calilcnua 52,275 51.976 30.8';\ S1.7A6 :z0.7..

I
Cokndo noaa $2,542 26.~ $2.116 5.4..

C~ut S2J46 52.778 9.1~ 52-'61 o.~

I
Dela• .,.. $2.164 $2,Cl904 -3.2~ 51.298 6.2"
Flclrida $1,121 52.025 11.3" 51m3 14.~

Ooor&la 51,9504 51.004 2.6.. $1.175 .9.210

I Hawaii uno $1,148 11.•" 51,435 16.1..

lliabo $Ui7'3 51.949 1605111 $1,635 ·Ufe

I llJ1lxll. $U49 SUS2 5.0lIl S2.293 1.~

ladi&na 51,931 52,197 13."" 51,&.45 .4.1"

I Iowa $1,674 $2.150 2Io5lJl, 51.811 I.'"
IC.wu 51.803 51,99. 10.•" $1,153 2..10

I KeIIluc:¥y $1,744 $1.129 4.9" $1.621 -6.90

Lout.lIDa $1,861 $1,B~ -10M 51m -12.ft

~ MNno $1.7"7 51,Q48 17.1~ 51.773 I.S~

Maryland $2.t91 S1,A6S 17.", S2J.56 21.29&

I "'UMcbnlCffl $2.321 $2,491 7.oe. 51.324 42..

Midlipn n303 S2JS7 U.()II, 52.387 3.,,,

,I MiMOllXa S1.O'2! S:Z,527 24.6'1l 51,323 14ft

Miuiuipfi $IJS6 $1.168 13.'''· $I.so3 ·3....

I MIMowi $1,932 $1,148 ......... $l.916 .0.."
Momana $1,531 S1,9S7 27.1.. SI.768 13-'''
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HIST0RY OF SALARY ADJUSTMENTS FOR STATE EMPLOYEES
JULY; 1973 - JULY, 1991

SALARY ADJUSTMENTS

GENERAL MERIT NUMBERS FISCAL
MONTH/YEAR ADJUSTMENT INCREASE HOURS YEAR

JULY 1991 0 0 0 91/92
JULY 1990 4.5 0 2,080 90/91
JULY 1989 0 1.25 2,080 89/90
JULY 1988 3.5 0 2,088 88/89
JULY 1987 1.5 0 2,096 87/88
JAN. 1987 3.0 3.0 2,088 86/87
JAN. 1986 4.0 2.5 2,080 85/86

JAN. 1985 5.0 2.4 2,088 84/85
JAN. 1984 5.0 0 2,080 83/84
JAN. 1983 0 2,088 82/83
JULY 1982 4.5 0 2,088 82/83

JULY 1981 8.0 3.0 2,088 81/82
JULY 1980 10.0 It 2,088 80/81
JULY 1979 6.0 II 2,088 79/80

JULY 1978 7.1 It 2,080 78/79
JULY 1977 3.6 It 2,088 77/78
JULY 1976 8.0 It 2,088 76/77

JULY 1975 5.0 It 2,080 75/76
JULY 1974 8.0 II 2,080 74/75
JULY 1973 4.0 It 2,080 73/74

**77/78 GRADES 1 - 5 = 5.0
GRADES 6 - 10 = 4.0
GRADES 11- 15 • 3.5
GRADES 16 - 20 = 3.0
GRADES 21 - 30 • 2.0

. II 1980 AND BEFORE, MERIT INCREASES WERE FUNDED IN AGENCY BUDGETS
AND NOT REPORTED SEPARATELY.

OClFS NOT NECESSARILY REPRESENT UNIVERSITIES, DPS, ETC.
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Increases vs Market

c:J Salary Increases ~ Percent Below Market
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WESTERN STATES SALARY SURVEY COMPARISON
Weighted Average Pay

Number
Employees 1.991. Avg Wtd 1.989 1.988

State In 91 Survey Salary/Rank ~ ~

California 26,968 $3247/1. 1. 1.

Colorado 2,484 2872/2 2 2

Washington 8,397 261.7/3 5 Didn't
Participate

Oregon 3,1.99 2481./4 4 6

Utah 990 2303/5 7 4

Nevada 1.,600 2250/6 3 3

Idaho 2,246 21.64/7 6 5

Montana 1.,007 1.937/8 1.1. 1.0

Wyoming 1.,076 1.936/9 8 8

New Mexico 2,572 1.886/1.0 1.0 9

ARIZONA 4,552 1.854/1.1. 9 7

Public sector employees only - State, City, County
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HEALTH INSURANCE
REVENUE - FY91

($millions)

APPROPRIATED
$92

NON-APPROPRIATED
$34.9

TOTAL $154.7

EMPLOYEE
$27.8
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.
HEALTH INSURANCE

EXPENDITURES· - FY91

($mllllons)

INTERGROUP
$32

TOTAL $148.0

CIGNA FLEXCARE
$69.3

ASSOO HLTH PLAN DEN
$2.5

OONN GEN INDMNTY DEN

IMPROV & A~JIN (OOA)
$0.7

OIGNA ADMIN COSTS
$11.8

BLUE CROSS/SHIELD
$3.2

CONN GEN INDMNTY MED
$22.8
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1991
BENEFI:'rS SUHHARY

A total of -221· participants from the public~and 'Private ,sectors.:,'
(23 and 198 respectively) responded to this year's benefits
questionnaire. A summary of responses by sections begins on page
59. Variations in summary totals-result from either a multiple
answer option or questions left unanswered.

Highlights of the responses from the PRIVATE sector are:

DISABILITY INSURANCE: Short-term, long-term, or a combination of
both plans is offered by 81% (159 firms), with 62% (98) offering
both plans.

o Of the 110 employers offering short-term plans, 75% (83)
pay the total premium cost.

o Of the 147 employers offering long-term plans, 52% (76)
pay the total premium cost.

RETIREMENT: Eighty-five percent (164 firms) reported having
retirement plans in addition to social security. seventy-six
percent (124) do not require employee contributions to the Pension
Plan.

A total of 133 firms offer a variety of deferred compensation
.' 'plans either" in lieu of or in addition to a retirement Pension::'&'

Plan.

INSURANCE:

Life: Basic life insurance is offered by 97% (191 firms), with
59% (113) of those offering a supplemental life plan. The basic
plan is financed in full by 78% (149) of the employers.
Supplemental coverage generally is paid in full by the employee
(71%) - down from 80% in 1989.

Of the firms which have life insurance programs, 24% (46) offer
coverage to retirees. This is down from 28% in 1989.
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Medical: Most employers have some form of medical insurance plan.
Forty-one firms have one or two carriers offering mUltiple
options. Fifty-six percent (102) offer a PPO option and 31 firms
have a PPC only. Twenty-one employers offer HMO only, up from

. seven in 1989.

o 34% (61 firms) pay the fUll.premium for employees (down
from 42% in 1989).

o 8% (14 firms) pay the ·full premium for family -eoverage..
(down from 12% in 1989).

o 44% (84 firms) -offer medical insurance to retirees. 24-%
of the 84 firms (20) offer it only until the retiree is
age 65.

Dental: separate dental coverage is offered by 151 firms (126 in
1989) and 21 others (42 in 1989) have dental coverage included
with medical coverage.

o 37% (56 firms) pay the full premium for employees.

o 13% (19 firms) pay the full premium for family coverage
(down from 19% in 1989).

TRENDS: The following table shows the downward trend in the
percentage of employers paying full premiums for employee medical
and dental coverage and a fairly even trend in the percentage of
those paying the full premium for employee basic life insurance:

Employers Paying Employers Paying Employers Paying
Full Employee Full Employee Full Employee

Year Medical Premium pental Premium Basic Life Premium

1991 34% 37% 78%
1990 37% 40% 83%
1989 42% 44% 82%
1988 48% 43% 80%
1987 53% 48% 83%
1986 50% 51% 86%
1985 54% 50% 80%
1984 57% 53% 81%

PRE-TAX PROGRAM: A total of 140 firms (73%) stated they have a
pre-tax plan where employee premium cost is deducted from gross
wages before withholding taxes are calculated. Nine others are
considering adding the plan.

STANDBY PAY: Twenty-four percent (47 firms) have standby pay.
Seventy-two ~ercent (34 firms) have restrictions while seventeen
percent (8 firms) have no restrictions. Some firms have both
restricted and unrestricted pay.
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I
1991 JOIN!' OOVtRNHEN.rAL BENEE'Ii'S SORVE:!

I Number of Finns

I Public Private

tJn:ter 250 250 --999 1000+

I AU atp10vees Enplgyees Drplgyees

'IOrAL~CNS RESFaIDING: 23 97 63 38

I PAY~

1. Haw are pay i.ncreases granted?

I A. Pe.rfOJ:lDal'lCe/IlErit 1 46 36 26
B. General i.ncreases 4 3 2 1
C. I.on;evity 2 1-

I
D. A & B 8 22 15 8
E. A & C 13 6 1
F. B & C 2 1
G. A, B & C 2 12 3

I H. other 3 2

2. ro you tie GEm:RALm~

I
to the <::X)S't-of-livin;;' iIxlices?
A. No 15 22 II 8
B. Yes 3 15 9 2, C. ro not grant GENERAL mCRFASES 3 59 43 28

3. If you gave merit/perfonnance increases
durin] the last fiscal year, approx.

I what percent of eligible employees
received an increase?
A. Percent receivirg an increase . 91% 73% 89% .92%

I
B. ro not grant perfonnance/merit 8 6 3 1

increases

4. IIxii.cate the total payroll percent-

I age used for i.ncreases, including
performance/merit,
for the current fiscal year: 1.3% 4.8% 5.0% 5.0%

I 5. Rlat is the anticipated total pay-
mll percentage pay i.Ic:ease,

I
in;;ltld i rg perfcmnance/IlErit,
for the next fiscal year: 2.0% 4.5% 5.2% 3.9%

1IJR1t PmIC1'ICE:S

I 6. Is c:::c:mpmsation provided for
positicn;- 1!XelIIpted fran FLSA

I
for overtime work?
A. No 13 .63 37 18
B. Yes 4 II 13 6

I
c. Urrler special ci.rcumstarx:e.s 6 20 II 14
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I,
Number of Firms

I
Public Private

under 250 250 - 999 1000+
AU. ··Epplgvees Eailgyees Emplgyees

I
DIS1iBU.rrr INBt1DIa PLUS

I (other than WOJ:ken' 0' "'«lMt.icm)

11. Whattype(s) of disability

I
~ prcxp:ams do ytll haVe?
A. Short-term ally 1 6 4 2

(six mart:hs or less)
B. I.cnq-te1:m a1ly 4 24 16 9

I c. Both 18 40 38 20
D. Neither 27 4 6

I
"!2 :-'l5hm:t-t!eDa.d';sabilKy plan

is fi.nanced by:
A. ~loyer in full 7 36 31 16
B. Errployee in full 10 4 6 3

I c. Both employee am employer 1 5 5 3
contribute

D. No short-teI:m plan 4 24 16 9, E. Have a flex plan 1

13. I..orx1-tel:m di sability plan

I
is fi.nanced by:
A. ~loyer in full 13 37 28 11
B. Employee in full 11 5 6
c. 'Both B1ployee am employer 9 13· 19 .11

I ccnt:rib.Ite
.D.· No .I.t:n:J,,:,tel::m plan 1 6 4 2
E. Have a flex plan 2 2 1

I ~fP!2I3IQl

I
If m::>re than ale plan, answer for
the m::st pop.1lar plan.

14. OJ ytll offer a mtirement/pension

I plan other than, or in aaiitial to,
social security?
A. No 23 6 1

I
B. Yes, deferred c:::azp, 401 or 1 39 20 10

profit shar.in:1 type
c. Yes, fixed anruity (Pensia1) 7 7 8 6
D. B & C Both 13 22 25 17 .

I E. other 2 4 2 4
F. Not il'l social securtty
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I
I Number of Finns

I
Public Private

umer 250 250 - 999 1000+

I
AU. Dmi'PYffls Emplgyees Dtployees

19. 'l1le basic pro;)Lam is finarxBi by:
A. _layer in full 23 65 55 29

I B. EDployee in full 2 1 1
c. Beth eaployee ani enployer 19 4 7

c:art:ril::lUte

I
D. Have a flex plan 6 2 1

20. 'l1le SUR?1emental coverage is
finaooe::l by:

I A. _layer in full 1 6 1
B. _loyee in full 17 30 34 16
c. Both enployer ani enployee 5 6 7

I -'C:art:ril::lUte
D. No SUpplemental Life Plan 4 49 18 11
E. Have a flex plan 1 2 3 3

I 21. In:licate the am:mIt of
supplemental life coverage:
A. No SUpplemental Life 4 49 18 11

I B. 1 times annual salary 3 5 4
C. 2 times annual salary 3 8 5 5
D. 3 times annual salary 6 5 8 9

I
E. 4 or 5 times annual salary 7 10 3
F. Fixed amount - $5,000
-G. Fixed-amount - $5,001-$9,999
H. -Fixed -annmt, - $10,000 1 1

I I. Fixed amount - lIme than $10,000 2 1 4
J. other 4 16 11 10

I 22. J):)es your organization offer life
i.nsurarx::e coverage to retirees?
A. No 14 76 45 23

I
B. Yes 9 15 16 15
c. No Life Plan 1

23. For ret.iIee life, is it:

I A. NcrH::cntril:moLY by enployer 7 -8 3 8
B. c.entri.bIt:oJ: by enployer 2 5 11 7
C. No plan offered to retirees 14 76 45 23

I
D. Deperds on awerage selected 2 2
E. No Life Plan 1

I
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I
Number of Finns I

Public Private

ItImer 250 250 - 999 1000+
All ;;mp1nyees Eaplgyees Em;)lgyees

HBMC:IL II1BtJlmII:Z I
24. lI1at cpti.a1s does your oxganization

Ioffer in yaJr me!di cal .insurarx:le
P:O;P:dDl?
A. Na1e 1
B. Iniemnity only 3 15 6 2 Ic. Pro only 1 7 2 1
D. 1H) cnly 2 17 3 1
E. A canbination of B am C 8 6 5

IF. A canbination of B am D 12 12 6
G. A ca:nbination of C am D 1 6 5 3
-H.. A.cxwbinatjQD~, C, am D 3 10 10 6

II. one carrier, multiple options 5 11 12 5
J. Two or mere carriers, multiple 7 4 5 4

cptions.
K. other 4 4 I

25. Is there a Preferred. Pro\rider
Otganization (Pro) option within

IyaJr in:iemni.ty plan?
A. No 11 40 27 14
B. Yes 9 31 24 16
C. Only have Pro 1 19 7 5 -I

'~For -questions 26 through 30, if m::>re
than ale plan, answer for the

IDDSt· R>FUtAR PIAN. ......,

26. Dlployee c:x:werage is finance:i by:

IA. DIployer in full 14 32 15 14
B. Employee in full
C. :eot:h employer am employee 6 56 41 20

cont.ril11te ID. Have a flex plan 3 8 6 2

27. Family exJVerage is finance:i by:

IA. ED:ployer in full 5 2 7
B. ED:ployee in full 2 23 7 2
C. :eot:h enployer am employee 17 61 48 26

cont.ril11te ID. No family plan
E. Have a flex plan 3 . 7 5 3

I
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41. Which Plans do yoo pre-tax?
(multiple answers possible)
A. Medical Insu:rarx::e 22 62 49 25
B. Dental Insurance 21 46 40 23
c. Basic Life Insurance All fi.l:JIS reporte::l 11 2 5

e.uployer pays 100%
D. SUpplemental Life I.nsurarx::e 8 9 8 7
E. Depe.nJent Life Insurance 4 5 7 4
F. SI'D arrl/or I:I'D 8 8 10 2
G. Depe.nJent care flexible spen:tin;r 14 22 19 18

(reimDJrsement) ac::camts
"H;;'~aU 'GIZ:e flQ¥ihle spen:tin;r 12 17 11 13

(reimDJrsement) ac::camts
I. Vision 4 5 8 5
J. All of the al::x::we 3
K. No pre-tax plan 25 8 9
L. No plan, consideri.rY; addi.n:] 5 1 3
M. other 2 1

GENERAL

42. Have you made a:rrj c::han;Jes,
additions, or deletions to
your Benefit Plan? ('Ibis
refers to plan design or
c::han;Je in premium split
for oeqJlayee:s ani does not
refer to pu:uri.mn anomt
increase.)
A. No 11 69 39 24
B. Yes 11 24 21 12

Added:

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

Depe.nJent care flex spemi.n;J aoco.mts - 2
Vision - 3
Flex plan - 3
Pro - 7
FAP - 2
}H) - 3 ('IW dJ::oppa:l :in:iemni.ty to do this)
Pre-tax plans - 2
Deductible to .prescription card,!Rx - 3
other items each mentialed one time - 15

Employee deductible - 4
Employee capay - 3

Public

Number of Finns

Private

under 250 250 - 999 1000+
.EnPloyees Emplgyees Employees
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Enployee premium ccntri.1:ntion share on employee coverage - 2
Enployee premium CXI'It:ril::ution share on deperxient coverage - 2
other items each menticn:d ale ti.ne - II

Decreased:

Inpatient mental -health fl:an 100% to 80%
'-.oa'Pe1:csnt'""Of-:salary-paid by disability fran ·66 2/3% to 55%

Number of ml)1 s - 2
carved cut mental health
cancelled mI)

cancelled Indemnity coverage
caps en d1in:Jpractic am psyd1i.atric cazoe

Qlan;Je::i carriers - 2
VariaJS c:x:werages - 3
To tiered medical premium plan - 2
NCY employee will share premium cost with employer - 2
other items eadl mentioned one ti.ne - 1.2
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LARGE AGENCY INFORMATION SYSTEMS MANAGER RECOMMENDATIONS

- Key elements for the State Information Architecture

- Possible organization structure centralized vs decentralized

- Identification of areas where technology can be exploited to improve the efficiency and
effectiveness of state government

Administration
Administration
AHCCCS
Corrections
Economic Security
Health Services
Public Safety
Revenue
Transportation
Water Resources

Agency

Ben Froehlich
Woody Neiman
Desh Ahuja
Bob Sharpe
Bob Buse
Bob Cooper
Curt Baer
Rudy Serino
John McDowell
Frank Secondo

Member

- Savings and quality improvement recommendations broken into three categories
Implementable today
Need further study to determine course of action
Need legislative involvement

Background Information
The state I.S. Managers Sub-committee met almost daily during the weeks of February 18-21

and February 24-28 to develop more detail recommendations. It was decided to set ranges on potential
implementation costs and cost savings to serve as guidelines for identifying the recommendations with
the greatest potential. The ranges agreed upon are as follows:

Low -less than $100,000
Medium - $100,000 to $500,000
High - $500,000 to $1,000,000
Very High - greater than $1,000,000

Within these guideline the Managers had time to select nine high payback action areas for specific
proposals for consideration by the SLIM IRM Work Group. Heavy workloads within the individual
agencfcs pn:r;ented the managers from hav~ng time to deve:cp additionat proposals.

- 1 -

Sub-committee Participants

Assigned Deliverables
The Slim IRM Work Group specifically asked for more information from the State I. S. Managers

on the following items:

Introduction
As requested by the SUM Special Studies Work Group for Information Resource Management

the large Agency Information Systems Managers accepted the assignment to prepare additional
documentation on recommended courses of action for reducing the cost and improving the data
processing and telecommunication services. The recommendations were to be submitted in writing and
presented to the IRM Work Group at their meeting on February 28.
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PROPOSAL FOR
INFORMATION RESOURCE MANAGEMENT

ORGANIZATION

The state data center managers recognize the need to further improve the management and utilization of
state Information Resource Management (IRM) resources. This document is submitted as a proposed
method for improving resource utilization and providing improved controls over the development and
application of automation technologies. This proposal defines a resource consolidation as opposed to a
request or need for new staffing resources.

STATE IRM

1. STATE IRM DIRECTOR

The overall role of the state IRM Director is critical to the management of the state's automation
investment. This position must have broad controls over all aspects of automation at all levels of
government. In this manner, the state will be able to benefit from the application of automation
standards, which can be enforced. In order to provide a system of checks and balances, the state
IRM Director would take direction from a state IRM Steering Committee.

2. STATE IRM STEERING COMMITTEE

The state IRM Steering Committee would provide direction to the state IRM Director in the application
and utilization of information systems technology. This committee would review agency automation
requirements for hardware, software, and application development as well as review and approve
agency and state automation plans. This committee would also be responsible for recommending
organizational changes in IRM support functions to reduce IRM costs and improve IRM service
delivery. The committee would be comprised of selected agency directors that would make use of
advisory committees, comprised of the state's data center managers and private sector
representatives.

3. STATE IRM PLANNING GROUP

The state IRM Planning Group would work with state agencies in the preparation and coordination of
agency state budget requests for automation technology products. This group would be responsible
for the development of an integrated state automation plan that clearly defines the costs and benefits
of proposed automation projects. The group would be comprised of full-time IRM planners and
would address both short and long term automation requirements as submitted by all divisions of
state government.

4. IRM PROCUREMENT

The IRM Procurement Unit would be dedicated to the procurement and contracting of IRM hardware.
software, and consulting services. This unit would be staffed with IRM professionals that understand
IRM technology and can negotiate procurement agreements in the best interest of state govemment.

All IRM procurement, regardless of organizational placement, will be supported by this specialized
unit.

-2-
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5.

6.

IRM RECRUITMENT

The IRM Recruitment Unit would be dedicated to the recruitment, and screening of qualified IRM job
applicants. This unit would ensure that qualified job applicants are made available to meet the IRM
staffing requirements of state government.

STATE JRM SERVICES

The following centralized services would be provided by the state IRM center in support of agency
automation projects:

A. Excellence Center - New Technology Products.

This Excellence Center would investigate and explore newly released information technology
products, as defined by the IRM planning process, and determine their benefits for application.
This unit would function in conjunction with the Standards & Quality Assurance Group in
establishing standards for hardware and software procurement.

B. Excellence Center - Standards & Quality Assurance.

..

This Excellence Center would create and review hardware, software, and system development
standards for all levels of state government. This unit or group would work closely with the
other Excellence Centers in determining cost effective standards for automation products. In
addition, quality assurance reviews would be conducted to validate agency compliance with
defined standards.

C. Excellence Center - System Design/Application Re-engineering.

This Excellence Center would design and/or re-engineer complex application systems as
requested by state agencies. This staffing unit's ability to participate directly in application
design, as opposed to the review of proposed designs, would be based on its staffing
capability. Actual systems design participation could be delegated to the agency data centers'
development units and/or private sector consultant organizations as determined necessary to
meet demands.

D. Excellence Center - Technical/Data Base Support.

This Excellence Center would support primary operating system and data base support
products that are in general use throughout state government. The centralized unit would
provide a single contact point for the resolution of problems encountered with standardized
software products. This would allow the state to consolidate software procurement contracts
with software vendors based on multisite license agreements. In addition, this unit would test
and resolve problems with new software releases and control and monitor product
Implementation in the agency data centers. This unit would also have the authority, with
Steering Committee approval. to delegate specialized software and data base support to
designated agency data centers. When delegated, the designated agency data center would
be responsible for providing technical and/or data base support to other agencies utilizing the
same product.

-3-



7.

E. Excellence center - Training.

This organizational unit would have the responsibility for providing training on standard IRM
hardware and software products. Training would include entry level to advanced courses,
designed to meet the professional career building needs of the IRM professional and user
communities.

F. Excellence Center - Telecommunications Support.

The Excellence center would integrate and consolidate all state voice and data
communications operations. Both short and long term consolidation plans would have to be
developed to eliminate the large number of independent, agency supported communications
networks. In all cases, this unit must be able to demonstrate cost savings and service delivery
improvements when recommending network integration plans.

G. IRM Equipment Service and Repair.

The IRM Equipment Service and Repair Unit would provide statewide installation and repair of
IRM hardware products and voice and data communications products. This service unit must
be able to demonstrate cost savings and service delivery improvements when assuming
service responsibility for agency and/or private sector provided support.

H. Information Center· Mini, Microcomputer Support.

The Information Center would provide technical user support for minicomputer and
microcomputer systems utilized within state agencies. Help-desk support would be provided
and personnel would work directly with end-system users in resolving technical problems...... .
encountered through the use of end-user computing technology.

Agency Processing Centers

State agencies would maintain and operate IRM processing centers when the uniqueness of their
application systems and/or financial commrtments to continued operations is cost justified. Periodic
reviews would be conducted to determine the viability of agency level processing centers in
comparison to the service capabilities of a consolidated processing center. Operational
consolidation studies would be conducted to ensure full utilization of information systems and
staffing resources. Consolidation would always be considered if cost savings and/or improvements
in service delivery could be realized.

Agency processing centers would be required to fully comply with the IRM standards and operational
guidelines defined by state IRM management. Agency processing centers would not be allowed to
proliferate or undergo major expansions without the approval of the IRM Steering Committee.

The application systems supported by agency processing centers would be reviewed in relation to
state data integration objectives and/or utility application support provided by other IRM processing
centers. When applicable. agency processing centers would provide automation services to other
state agencies, as determined by the IRM Steering Committee, based on a standard fee for services
agreement.

-4 -
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State IRM Excellency services would be utilized as appropriate to achieve cost savings in operational
support. Agency operations centers would provide the following services, only if currently provided,
sUbject to future recommendations by the IRM Steering Committee for consolidation and/or
central izatlon:

A. Agency Operations Centers

The Agency Operations Centers would provide on-line and batch operational support to its
designated user community. End-user performance standards would be clearly defined and
delineated for direct measurement and comparison to actual performance results.

B. Information Center - Mini, Microcomputer Support.

The growth of personal computer systems within state government justifies the need for a
second level of support. For those state agencies that have large personal computer support
requirements, agency level information center support will be authorized by the state IRM
Information Center.

Agency Information Centers would provide technical user support for minicomputer- and
microcomputer systems utilized within given state agencies. Help~esk support would be
provided and personnel would work directly with end-system users in resolving technical
prob!t~ms encountered through the use of end-user computing technology. This staffing unit
would work closely with the state excellency centers in supporting standard hardware and
software products.

C. Agency End User Computing

Automation at all management levels would be controlled and monitored by the agency
procesing centers as directed by the State IRM Steering Committee. The agency processing
center management would ensure that state IRM standards were complied with and that
automation resources are being appropriately utilized in a cost effective manner.

ASSUMPTIONS

1. State Excellency Centers would be staffed with highly trained IRM professionals that have the
expertise to address the globallRM technical/support needs of state governement.

2. The state compensation plan for IRM professionals would be modified to address the
technical/support requirements defined in this proposal.

-5-
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2.

Information Architecture
Goals

SERVICES
Provide quality information services to the public and State employees.

A. Provide access to a centra! index of State services to the public.
B. IRM would provide Executive Information Systems and Decision Support Systems to

support management.
C. Develop Expert System that will reduce the routine decisions necessary by State employees

and provide consistancy in application of complicated rules.

MANAGEMENT
Common management practices that improve the efficiency and effectiveness of the information
technology.

A. Security policies that provide needed protection for State information while ensuring access
to public information.

B. Disaster Recovery facilities to processing required State business in emergency conditions.

C. Support systems in personnel and procurement that will allow the acquisition of resources
effectively and efficiently.

D. Quality control policies that will insure the processing is meeting the agency requirements
in the most efficient way and published policies are being followed.

DATA
Develop and maintain data that is accessible by State employees, private sector, and political sub
divisions.

A. Technology that will allow access to data stored in data bases controlled by different
software.

B. A centra! index of data jnformation resource maintained by the State.
C. Common policy for the management of State data resources.

-7-
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6.

7.

APPUCATlONS
Common application development processes that wUI reduce development and maintenance costs,
while providing applications or portions of applications that can be used by mUltiple organizations.

A. Common System Development Ute Cycle.
B. Common Application development software tools.
C. Consideration for all agency requirements when applications are designed.
D. FacUitate the sharing of application software through programming concepts such as Object

Oriented Programming.
E. Applications using relational data bases wnt use Structured Query Language.

HARDWARE
Hardware technology that will process and store and retrieve information in multimedia forms from
mainframe, mini, and micro computer platforms.

A. IBM compatible mainframe computers.
B. Digital, Image and video data will be managed In a similar manner.
C. Ability to efficiently move applications between computers.
D. Hardware capability to support Client Server processing.

SOFTWARE
Software that will allow efficient exchange and accessibility to multimedia data while applying
appropriate levels of security and control.

A. IBM MVS operating system installed on all IBM compatible mainframe computers.
B. Common mainframe performance and capacity management software.
C. Software to support Client Server processing.
D. Unix operating systems will be based on Open Systems Foundation specifications.

COMMUNICATlONS
Communications technology will provide connectivity between all computer platforms at data
transfer rates that are effective for the customer.

A. Ability to access any computer from any workstation.
B. Installation of a common network that includes a capitol mall network, metro area networks

in Phoenix and Tucson, and statewide backbone network connecting wide area and metro
networks.

C. Networks supporting \loice, data, and video communications.
D. Common management process for all networks.
E. Local Area Network communications will support Transmission Control Protocol/Internet

Protocol (TCPliP)
F. All communications wUI comply with Open System Interconnection (OSI) specifications.

-8-
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SUMMARY DOCUMENT

SHORT TERM/LONG TERII OPPOR11JNmES
FOR SAVINGS AND QUAUTY IMPROVEMENT

The $tate EOP Marnlgers have, per dlrectk>ns and Input received at the February 14, 1992 meeting of the
Project SUM, EOP Speciaf Study Committee, contlnued their work on the prevlou8ly submitted
·opportunities" document The opportUnities were divlded Into the categories:

AGENCY DIRECTOR· the actMtyjopportunity could be accomplished through the authortty of the
DCA director.
GOVERNOR/CENTRAL I. S. ORGANIZATION - some central mandate Of direction is needed to
accomplish the indieatecl undertaking.
STUDIES - Itema which requil'8 intanstv, or complex study prior to any dlrec:t1on recommendations.

The Items dassifled as AGENCY DIRECTOR or GOVERNOR/CENTRAl. I. S. ORGANIZATION 'NeI'e
examined for cost to Implement, impeet on quality and annualized savings. Th, Indicators of theM
classifications are shown to the right of each entry.

Cost to implement (first indicator) values are:
L (LOw) • l.e8a than $100.000
M (Medium) • $100,000 to $500,000
H (HIgh) - $5OOrOOO to $1,000,000
VH 01ery High). Over $1.000,000

fmpact on quaIity (MOOOd ind~) values are:
P • High Impact on quality of Mf"VIce with minimum risk
N • High risk and minimum impact on quality of aervice

AnnualiZed savings (thIrd Indicator) values are Identical with those shawn for cost to Implement.

Cost!3 for each actMty were summed yielding some estimates. The cost to implement Is estimated at
$6,000.000 to $8,000,000 with annuallZed cost savings estimated at $19,000,000 to $26.000.000. This yields
a net cost savings to the State of ArIzona of $13.000.000 to $18,000.000 of approximately 12 to 16 percent
of the current ennual EOP expendIture of $110,000,000
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Action Item Cost-Savings Estimates

SHORT AND LONG TERM SAVINGS RECOMMENDATIONS

AUTHORITY LEVEL: AGENCY DIRECTOR

1. Develop software contracts and agreements at
a statewide level rather than by each Agency.

DOA SPO

2. Make all technical positions uncovered and
exempt.

DOA PERSONNEL RULE CHANGE

3. Obtain improved authority for management of
personnel resources.

DOA PERSONNEL RULE CHANGE

4. Develop a statewide equipment financing plan.
DOA

5. Centralize the procurement process for
Information Systems. This should include the
development of purchasing specialists familiar
with the I.S. Industry.

DOA RULE CHANGE

6. Establish a centralized organization for
excellence in selection and hiring of IS.
professionals for State service. Develop
a current database of qualified applicants.

DOA PERSONNEL RULE CHANGE

7. Create a Center for Excellence in Management
of IS for training and development of
professional managers. This will include
partnering with the Universities and Private
Sector companies.

DOA PERSONNEL

8. Investigate outsourci.ng of application
development and maintenance. This should
include the establishment of a statewide
supplemental services agreement for
multi-vendor technical resources available
to individual Agencies for support in
applications development.

DOA SPO

9. Develop a uniform statewide program for the
training and development of computer and
telecommunication professionals. DOA

Cost - < $500,000
Savings - > $1,000,000

Cost - < $100,000
Savings - > $1,000,000

Cost - < $100,000
Savings - $500,000 to

$1,000,000

Cost - < $100,000
Savings - $100,000 to

$500,000

Cost - < $100,000
Savings - $100,000 to

$500,000

Cost - < $100,000
Savings - $100,000 to

$500,000

Cost - < $100,000
Savings - $100,000 to

$500,000

Cost - < $100,000
Savings - $100,000 to

$500,000

Cost - < $100,000
Savings - $100,000 to

$500,000
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SHORT AND LONG TERM SAVINGS RECOMMENDATIONS

Action Item Cost-Savings Estimates

AUTHORITY LEVEL: GOVERNOR/CENTRALIZED loS. ORGANIZATION

3. Agency CIO's work with the Governor's Automation Oversight Cost - < $100,000
Committee to promote Information Resource Management concepts Savings - > $1,000,000
for data sharing among agencies and the private sector.

Cost - < $1,000,000
Savings - > $1,000,000

Cost - <$500,000
Savings - < $1,000,000

Cost - < $100.000
Savings - $500,000 to

$1,000,000

Cost - > $1,000,000
Savings - > $1.000,000

Cost - < $1,000,000
Savings - > $1,000,000

Cost - < $1,000,000
Savings - > $1,000,000

Cost - < $100,000
Savings - < $1,000.000

Cost - < $100,000
Savings - $500.000 to

$1,000,000

Cost - < $100,000
Savings - > $1,000,000

Cost - < $500,000
Savings - < $1,000,000

Cost - < $1,000,000
Savings - > $1,000,000

Cost - < $500,000
Savings - > $1,000,000

Cost - < $500,000
Savings - > $1,000,000

10. Establish a Center for Excellence in application re-engineering

12. Set up a statewide plan for disaster recovery. This should be
integrated with the plan for data centers.

13. Develop and implement a plan for Data Center Operations
Automation.
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11. Evaluate and implement a statewide center for equipment repair
and maintenance and repair. ( including microcomputers)

14. Develop a centralized pool of highly skilled technical
resources for support of complex projects. this should include

9. Standardize Operating System software for all Data Centers
(Same release level)

8. Establish statewide standards for End-User computing.

7. Develop a plan to share and pool scarce technical resources
among the agencies.

6. Conduct a statewide application portfolio analysis to
establish a baseline for sharing, improving and/or
eliminating existing applications.

5. Develop statewide standards for telecommunications protocols
and equipment configurations.

4. Develop and implement a plan of action for improved management
of End-User computing within the agencies.

2. Establish a Center for Excellence for technology research
development and acquisition. Establish partnership relationships
with users, contractors and vendors.

1. Develop a single, statewide telecommunications network
for voice and data. (statewide backbone and metro area
network(s))
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Action Item Cost-Savings Estimates

SHORT AND LONG TERM SAVINGS RECOMMENDATIONS

AUTHORITY LEVEL: GOVERNORjCENTRAUZED I.S. ORGANIZATION

15. Develop a pool of high level telecommunications experts to
assist with network design for LANs and WANs.

16. Establish a Center for Excellence for development and
deployment of emerging communications technologies.

17. Develop standards for open architecture of End-User computing
platforms, including data management and protocols for improved
access to mainframe data.

18. Establish a standardized, statewide E-mail system.

19. Establish direction and strategy for data entry services
(outsource, centralize or distribute to users)

20. Standardize the I.S. Planning process and integrate it with
State/Agency Business Plans. This should include automation
of the Business and I.S. planning processes where possible
and include integration of external and internal planning
variables. Develop a statewide I.S. planning team to assist
agencies with consistency for I.S. planning.

21. Establish an audit and review capability for End-User computing.

-12-

Cost - < $500.000
Savings < $1,000,000

Cost - < $500,000
Savings - < $1,000,000

Cost - < $100,000
Savings - < $1,000,000

Cost - < $100,000
Savings - < $500,000

Cost - < $100,000
Savings - < $500,000

Cost - < $500,000
Savings - < $500,000

Cost - > $1,000,000
SaVings - > $1,000,000
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AUTHORITY LEVEL: LEGISLATION REQUIRED

SHORT AND LONG TERM SAVINGS RECOMMENDATIONS

-13-

Action Item Cost-Savings Estimates

Cost - > $1,000,000
Savings - > $1,000,000

Cost - TBD
Savings - TBD

2. Establish a Department for Information Resource Management.

Note: The maj.ority of the studies identified on the following page will require
legislative or executive action to implement.

1. Implement Classification Maintenance Review for 1.5. positions
and fund it.
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BACKGROUND:

FISCAL IMPACT:

ISSUE STATEMENT:

With a few exceptions, each agency uses a separate communications path to provide service to a common
location.
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$1,000,000
$3,000,000
$4,000,000
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5% (cost reduction)
15% (cost avoidance based on growth demands)
20% total

For the past three decades, the growth of communications facilities has been primarily predicated upon
individual agencies' needs. In recent years, sharing of common components, specifically voice
communications, has become more evident. Also, the state microwave system maintained by DPS since
the late '60's has been shared for statewide radio transmission. The microwave system has since evolved
into a fail-safe voice/data transmission facility primarily for criminal justice users.

PROPOSAL FOR
TELECOMMUNICATIONS NETWORK CONSOLIDATION

In the late '80's, a campus methodology was initiated for data services for Capitol-area users. A fiber optics
backbone was installed to further enha~e communications capabilities.

Also, several voice/data switches have been acquired by the state. The switches manage voice and data
transmission via high-speed communication facilities between Phoenix and Tucson, Flagstaff, Douglas, and
Florence.

The present cost to the State of Arizona to transmit voice and data state-wide exceeds $20,000,000. At least
eight agencies (AHCCCS, DES, DHS, DOA, DOC, DOR, DOT, and DPS) are required to provide electronic
communications facilities to customer bases which are located throughout the state. Several agencies also
participate in a nation-wide network.

Develop a single statewide telecommunications network for voice and data (statewide backbone and metro
area network[sJ).

By eliminating duplicity in the statewide voice and data networks, annual telecommunications cost can be
reduced by an estimated 20%.
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Consolidate Telecommunications Network
Page 2

RECOMMENDATION:

The excellence center for telecommunications should be directed to develop a plan for statewide
communications consolidation. An action plan including the following issues should be completed within
six months of assignment.

• For measurement purposes, prepare an accurate accounting of teday's communications costs and
detailed diagrams of current networks.
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•

•

•

•

Using the Fluor Technology, Inc., and Northern Telecomm studies as guidelines, determine which
actions are still appropriate for:

• Metro-area networks,
• Inter-city communications,
• Inter-LATA communications,
• Tail circuits to remote or rural areas.

-.

Determine whether out-sourcing or state ownership (fiber, digital microwave, etc.) is most cost-
effective for each component.

Explore short-term savings; Le., temporary use of state-owned microwave for inter-LATA or rural
area communications.

Recommend an implementation plan, inclUding a schedule, resource requirements, and agency
(unit) responsible for the action.
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TELECOMMUNICATIONS STANDARDS

Issue Statement

The goal of telecommunications is the movement of information in Its various forms in the most efficient and
effective way. The telecommunications network decisions will have some influence on the equipment
standards, however the intent for both issues is to provide common equipment and access facilities between
locations where possible.

Background:

The State provides a common Inter and intra state long distance voice communications service to most
agencies. A central telephone switch is also provided in Phoenix and Tucson for the purpose of local
telephone service on the Capitol Mall and the Tucson Office buildings. Several agencies operate separate
switches that provide local service for their respective agencies.

There may be cost reductions and technology improvements that could be realized by combining local
telephone switches.

A sec'ond major expenditure in communications is the multiple data communications networks installed.
The dominate communications protocol used is IBMs System Network Architecture (SNA), however the
communications equipment used by agencies comes from two primary vendors (AT&T and IBM). As a
result, the management software and expertise required to install and maintain the data networks is different.
Most of the mini computers also support the SNA communications protocol, however the mini computers
also use their native protocol where possible. Local Area Networks (LAN) primary protocol is the
Transmission Control Protocol/Internet Protocol (Tep/IP).

Efficiency and effectiveness can be gained by adopting common equipment and protocols. This can reduce
the amount of expertise that is required to install maintain and operate the systems, and provide improved
buying power.

Fascallmpact:

Primary savings will be realized in:

, . Reduction in support for multiple voice switching locations

2. Decrease in time to resolve network problems.

3. Decrease in cost of equipment due to economies of scale for the procurement of
equipment.
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Recommendations:
1. Migrate toward fewer voice communication facilities and provide full services (Voice Mail,

Automated Attendant, Automatic Call Distribution, etc).

2. Standardize the equipment to allow central management of the network to improve usage
levels and security.

3. Using the proposed network solutions. analyze the various protocol alternatives and
recommend a protocol solution that is consistent with the network alternative
recommended.

4. Identify short term savings that can be realized through consolidation or other alternatives.

5. Recommend a schedule for conversion of all agencies to the recommended protocol
solution.
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PROPOSAL FOR IMPROVED INFORMATION RESOURCE MANAGEMENT

ISSUE STATEMENT

At the present time there is a very limited effort across multiple State Agencies to share data and
promote Information Resource Management. Each new application is developed independently of what
may already be available. This practice leads to data redundancy, inefficiency and higher application
development and maintenance costs for the total of all State computer based systems. The problem is
caused by: lack of IRM standards. insufficient time allowed or taken to conduct global analysis,
inconsistent data management practices and lack of centralized data administration functions,
complexity of applications. difficulty in getting people together to communicate and plan, individual
Agency autonomy and last security and data ownership issues.

BACKGROUND

While each individual Agency has a good knowledge of their own applications and data, no one
really knows what data is in all of the State's computer applications. The degree of redundancy and the
associated cost to maintain it has never been determined. It is suspected that the problem has been
amplified in the last five years with the proliferation of personal computers and workstations in all of the
Agencies and in the growth of State Government functions and programs. Much of the data on the
personal computers is redundant with data stored on the mainframes. It is believed that the problem is
continuing to grow rapidly. It is certain that the time and cost required to maintain all of this information
will be reduced when specific action plans are developed and implemented to control and manage the
redundancy of data. It is not expected that all redundancy can or should be eliminated. However, there
is a balance to be achieved between costly redundancy and easy access to information.

FISCAL IMPACT

Cost to implement: Less than $500,000
Expected Future Savings: Greater than $1,000,000 per year

RECOMMENDATIONS

The Large Agency Data Processing Managers organize a taskforce to work with the Governor's
Automation Oversight Committee in defining standards for Information Resource Management and data
sharing. This work should include the completion of a study analyzing all of the State's Application
Portfolio using Information Engineering tools to organize the data that is captured. The Application
Portfolio Analysis Report will serve as a foundation for developing policies. standards and gUidelines for
the management and sharing of information resources across Agency boundaries.

-18-
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PROPOSAL TO
CONDUCT A STATEWlDE PORTFOUO ANALYSIS

Issue:

A review of the SUM EDP Survey indicates that 46.6% of the State's EDP salaries are paid for applications
programming staff. It is imperative that the State maximize its return on this $15,500,000 annual expenditure.
Exploring opportunities to reduce the redundancy Involved with maintaining replicative (or at least very
similar) application software could reduce the costs and free personnel for backlogged software
development and enhancement projects.

Background:

A 1990 inventory of applications software existing in state agencies identified some 307 total applications.
This is a number of application software systems· the actual number of programs is many times larger.
While government of the State of Arizona is very diversified, this number would indicate that an opportunity
exists to define and solve some common situations. Government in Arizona is agency driven with each
agency attempting to meet their mission in the most effective manner. The fallout of this modus operandi
is a plethora of custom developed and maintained application software.

While the possibility of sharing application software (and developing some common solutions to common
problems) exists there is no way to truly grasp the magnitude of the opportunity without an examination of
the application software portfolio in existence throughout all State agencies.

FISCal Impact

The intent of this proposal is to explore the possible cost savings to the State resulting from some
'commoness' of effort. The cost to implement this proposal is low Qess than $100.000) while the potential
for cost savings is high ($300,000 to $500.000). The savings are realized only after duplication of application
and replication of maintenance effort is eliminated.

Recommendation:

The State EDP Managers recommend that the State of Arizona develop a complete inventory (portfolio) of
statewide application software and conduct an analysis of this software. The analysis will develop areas of
common need and indicate common solutions with 'estimates of costs and benefItS (and beneficiaries). The
analysis should also investigate purchased software as a solution alternative (along with costs and benefits).
The need within Arizona government agencies is to more forward with automation technology via new
application software and significant enhancements to existing software. This project wUI move the State in
that direction.
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PROPOSAL FOR
ESTABUSHING CENTER FOR TeCHNOLOGY RESEARCH

Issue:

Public administrators are under pressure to improve productivity and do more with less. One of the keys
in accomplishing this is the application of automation technology. This opportunity is accompanied by some
high risk factors. The challenge is to apply technology whRe mitigating all associated risks.

Background:

Automation technology is advancing at an ever increasing rate. The question of how best to solve a situation
involves a level of confidence in the proposed solution. The needed confidence can come from objective
research performed to examine opportunities for improved productivity while minimizing risk and containing
costs.

This proposal is to establish a Center for Excellence for technology research, development and acquisition.
This Center will perform research projects based upon both their own research and market
awareness/exposure and from requests by State agencies. The project proposals will specify the scope of
the activity. identify possible partners in the project, indicate funding sources, and list expected results along
with beneficiaries of the effort. The projects wDl cover any application area and will involve both emerging
and incumbent technology (hardware and software). Partners should include vendors wherever pragmatic.
Most important is that ALL projects are successful in terms of knowledge gained.

F"ascallmpaet:

The intent of this proposal is to lever scarce resource and save the State some money by
avoiding/minimizing th.e risk associated with applying new technology. The implementation and annual costs
are estimated at $100.000 to $150.000 for personnel (possibly redeployed from other areas within the State)
and 'seed money" for projects. Annual return on investment Is potentially very high (over $1,000,000) both
in direct savings from applying the results of the research and avoidance of adverse publicity.

Recommendation:

The State EDP Managers strongly recommend that this proposal be implemented at the earliest possible
date. The DOA Data Center could implement this proposal via an understanding that the Data Processing
Revolving Funds be used in this endeavor.
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PROPOSAL FOR
STATEWIDE SOFTWARE CONTRACTS

ISSUE STATEMENT:

"The development of software contracts and agreements at a statewide level rather than at an agency
level."

Currently, the state data centers contract for software products on an individual basis. This method of
contracting prevents the state from obtaining multiple site licenses at a reduced cost. With the creation of
Technical/Data Base Excellency Centers, the state would be able to consolidate and centralize the
procurement and support of software products utilized by multiple state agencies. This would serve to
reduce the overall cost of software acquisition through vendor discounts for multiple site licenses.

BACKGROUND:

Software companies offer price discounts to organizations that procure multiple copies of their products
for use on multiple computer systems in either a centralized or dispersed environment. In order to qualify
for multiple site discounts, the organization must provide a single contact point for the reporting and
resolution of product problems. A single contact point means that when software problems- are
encountered at a dispersed site, the problem must be reported to the centralized support team for direct
interfacing with the product vendor.

Historically, software problems have been reported directly to the software vendor by the contracting
agency without any interceding central control point. This method of software support provides for an
eXpedient method of problem resolution, but at an increased price. The proposed Technical/Data Base
Excellency Center would be able to provide the centralized support needed to obtain multiple site
discounts while providing a timely and effective method of resolving software problems.

The state data centers currently utilize a number of common software products at varied release levels.
This presents a number of support problems for a centralized organization which could be overcome with
the eventual standardization of release level software implementations across state agencies. While the
concepts of release level standardization are easy to understand, they are impacted by a number of
hardware dependencies that define upgrade requirements which may not be obtainable in the immediate
future. Nevertheless, overall software costs could be reduced over the long run with such standardization.

To address this proposal, the state agencies would have to seriously evaluate the cost benefits of adopting
these software standards. In addition, agency data center hardware upgrades and/or consolidations may
have to be mandated for the state to obtain sufficient benefits from the proposal.

EXAMPLE OF POSSIBLE STANDARDIZATION:

The five major state data centers currently contract individually with IBM for the MVS Operating System.
Under the conditions of this proposal, all fIVe data centers would operate under a single master contract
through the state lAM Data Center. Discounts of 20% to 50% could be obtained from this contracting
arrailyernenl. Thi~ assulne~ that ail of the data l,.;enierS dre capable of supporting a (;unHIIUII :suftwalt:

release level, which is currently not the case.

IBM currently offers two major MVS Operating Systems products (XA, and ESA). Some of the state's
mainframe computer systems cannot be upgraded to operate with the ESA version of MVS and would have
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FISCAL IMPACT:

CURRENT ESTIMATED EXPENDITURE FOR SOFTWARE: $3,200,000
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to remain as XA sites untfl consolidation or replacement hardware could be acquired and installed. Other
systems would have to be expanded/upgraded to provide ESA support.
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50%

$1,600,000

40%

$1,280,000

30%

$960,000SAVINGS $640,000

DISCOUNT 20%

The agency data center managers recommend the creation of a IRM Excellency Center for the support of
common software products, as outlined in this proposal. Once established. plans would be developed for
the negotiation of master software agreements with each supplier of commonly used software products.

RECOMMENDATION:

The state data centers managers would designate technical support personnel as necessary to staff the
IRM Technical/Data Base Excellency Center. A study would be conducted to determine the software
products to be supported by the organization and the optimum number of personnel required to meet this
commitment. The state data centers would then submit applications from personnel with sufficient
technical expertise to support the organization requirement.

The following estimated cost savings could be realized from the creation of master software contracts for
. the five major state data centers:
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These two proposals, all-together or in part, will only be effective if other areas are addressed
also, including:

A comprehensive a..'1d aggressive implementation of these proposed changes will immedi~tPly

improve the quality of service, improve morale, and save the State IS dollars now and in the
future.

Attached for your review are two proposals to address personnel issues state-wide within
Information System departments. Each proposal may be taken whole or in part, or parts may
be combined from both in developing a solution.

The State EDP Managers

MEMORANDUM

February 27, 1992

Proposed Changes To State Information Systems Personnel Policies and
Procedures

The SLIM Committee

ongoing technical, professional, and supervisory training
well-defined career development paths, both technical and managerial
job descriptions and compensation brought to industry standards
aggressive implementation of productivity tools for IS staff and users
reward/recognition mechanism for top performers

From:

It would be possible to combine features or vanaoons from each proposal into one
comprehensive approach. For instance, personnel administration could be placed in the hands
of the agency personnel department, and all IS positions above first-line supervisors could be
non-eovered. Or variations might be developed by individual agencies.

To:

The second proposal would leave all IS staff covered, but would remove direct administrative
control of IS department personnel procedures from the DOA Personnel Department and place
it in the agency personnel departments. This would allow IS departments to recruit more
aggressively for quality candidates, and specifically define work requirements and evaluation
criteria to the individual job.

Date:

Subj:

The first proposal is to change all technical IS positions to non-covered status. IS staff would
then serve at the pleasure of the agency director, but could be terminated only for cause.
Supervisors and managers would then have greater discretion in hiring and disciplinary actions,
and such actions should take less elapsed time. Employees would fmd a greater incentive to
perform, and, hopefully, greater opportunities to earn performance incentives.
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A PROPOSAL TO MAKE ALL INFORMATION SYSTEMS
TECHNICAL POSmONS NON-COVERED

Issue Statement:

A review of the State Survey shows that there are currently almost 1,100 Information
Systems staff at the State, plus 49 consultants, costing the State well over 37 million
dollars per year. With hardware, software, facility, telecommunications, and
maintenance costs, the total IS budget for the State is easily over 100 million dollars per
year. It is important that the State take every effort to improve the service quality,
reduce costs, and increase the productivity of its staff in the IS area. This is difficult to
accomplish with the lack of flexibility in current personnel procedures to hire, to
discipline, or to change employee job assignments.

Background:

Currently IS positions, just as most positions at the State, are covered positions, with
permanent status after 6 months and strictly controlled hiring, salary, merit, disciplinary,
and dismissal procedures in place.

The proposal is that all IS technical positions (all positions up to and including the
assistant director, but not including clerical staff) be made non-covered. The major
effects of such a change would be to speed up the hL.'ing and disciplinary processes and
allow higher starting salaries when appropriate. This approach could be implemented in
several ways, including applying the changes only to new positions or old positions
which are vacated, or requesting employees to voluntarily consent to the change to non
covered status. Or a cha.''''ge in State law could impose this change on all State IS
positions.

The benefits of this approach include:
greater management latitude in starting salaries of staff
greater management authority in personnel matters
reduced management overhead in dealing with low producers and/or problem

employees
staff opportunities for merit pay
management ability to consolidate positions where appropriate
overall better performance, therefore better cost benefit to the users and the State
reduce or eliminate use of consultants

Concerns of this approach might include:
potential resentment by staff
potential of greater staff turnover during implementation
increased potential for abuses in the hiring process
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Other areas which should be addressed in conjunction with this change include:
job classifications/descriptions brought up to industry standards
job compensation brought up to industry standards
clear definition of long-term technology direction
staff and management performance measurements
well-defined career development paths
heavy emphasis on management/supervisory skills training at alilevels
emphasis on periodic technical and professional training for all staff
reward/recognition mechanism for top performers

Fiscal Impact:

The intent of this proposal is to save the State some portion of the substantial IS budget.
This proposal has the potential to save the State a considerable amount in two ways:

o Supervisors spend 5-10% of their time dealing with unnecessary personnel issues,
often related to low producers or problem employees. Supervisors and managers
would spend less time dealing with problems and more time managing productive
activity. The ability to pay improved starting salaries would mean better quality
new hires who would become productive faster, with less demands on the
supervisor. If supervisory productivity improved by 5 %, the State would save
at least $400,000 per year.

o Productivity improvements in specific technical areas will occur as personnel
problems are resolved more quickly and employees are less influenced by
negative situations. Expanded supervisory and technical training will also
improve the work environment. If these factors together create a 5 % increase in
productivity for all non-supervisory technical positions it would mean a
$1,100,000 per year benefit to the State.

IMPACT OF 2%,5%, & 10% PRODUCTIVITY IMPROVEMENTS

Category Staff # Salary Cost 2% 5% 10%

Man/Supervisory . 195.5 $8,255,092 $165,102 $412,755 $825,509

Programming 319 $10,006,561 $200,131 $500,328 $1,000,656

Technical/D.B. /Ops 497 $12,030,511 $240,610 $601,526 $1,203,051

Other (clerical) 76 $1,362,755 n.a n.a. n.a.

Total 1087.5 $31,654,919 $605,843 $1,514,609 $3,029,216
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These benefits would become the basis for reduced staff in certain areas, resulting in
direct salary savings to the State. It is estimated that a savings of 2-5 % would occur
during the first6-18 months, and up to 10% savings could occur during the 18 month
to 5 year timeframe. There would also be savings in reduced administrative costs to IS
and the personnel departments with reduced paperwork, correspondence, etc. And this
does not include any potential savings from reduced dependency on outside consultants
which could result from increased staff productivity.

There will also be some cost related to this approach, particularly some higher starting
salaries as positions are filled. Training and its associated costs are an integral part of
any productivity improvement efforts. However, the payback for technical training is
considerable. It is suggested that at least 25 % of any direct savings be put back into the
process to support increased starting salaries and staff training.

Recommendation:

The State EDP Managers strongly recommend that the SLIM Committee pursue this issue
with the Governor and legislative leadership and implement this measure as soon as
possible. A savings of $1.5 million to over $3 million per year can be attained without
compromising quality or service levels.
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A PROPOSAL TO PROVIDE INFORl\fATION SYSTUfS SUPERVISORS
GREATER AUTONOMY IN PERSONNEL ISSUES

Issue Statement:

A review of the State Survey shows that there are currently almost 1,100 Information
Systems staff at the State, plus 49 consultants, costing the State well over 37 million
dollars per year. With hardware, software, facility, telecommunications, and
maintenance costs, the total IS budget for the State is easily over 100 million dollars per
year. It is important that the State take every effort to improve the service quality,
reduce costs, and increase the productivity of its staff in the IS area. 1 nis is difficult to
accomplish with the lack of flexibility in current personnel procedures to hire, to
discipline, or to change employee job assignments.

Background:

Currently IS personnel activities, just as most personnel activities at the State, interact
continually with the State Personnel System, administered by the DOA Personnel
Department. This requires constant paperwork shuffle between the IS divisions, the
agency personnel department, and the DOA Personnel Department, resulting in built-in
delays and opportunities for error. The proposal is to release the IS divisions from the
administrative oversight of the DOA Personnel Department, leaving that function to the
individual agency's personnel departments. The DOA Personnel Department would
remain active in statewide policy-making and regulatory oversight. Specific areas
impacted by this proposal would include:

recruitment advertising would be controlled by the agency personnel department
applications would be evaluated by the hiring supervisor rather than the

personnel department staff
agencies could develop their own evaluation criteria for IS staff, in

addition to using the DOA Personnel Department evaluation method
procedures would be developed to implement ongoing performance reviews of all

IS staff
agencies could develop their own ml;rit systems within the IS departments
disciplinary actions, including dismissals, would be controlled at the agency

level

As with the proposal to go to non-eovered status, there are many other areas which
should be addressed in conjunction with the changes in this proposal.

Fiscal Impact:

The fiscal impact on the State of this proposal would be similar to, though probably
somewhat lower than, the impact of the proposal to go to non-eovered status. The chart
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below (duplicated from the non-covered status proposal) shows the potential savings to
the State of 2%, 5 %, and 10% productivity increases for some or all categories of staff.

IMPACT OF 2%,5%, & 10% PRODUCTIVITY IMPROVEMENTS

Category Staff # Salary Cost 2% 5% 10%

Man/Supervisory 195.5 $8,255,092 $165,102 $412,755 $825,509

Programming 319 $10,006,561 $200,131 $500,328 $1,000,656

Technical/D.B./Ops 497 $12,030,511 $240,610 $601,526 $1,203,051

Other (clerical) 76 $1,362,755 n.a n.a. n.a.

Total 1087.5 $31,654,919 $605,843 $1,514,609 $3,029,216

Recommendation:

The State EDP Managers strongly recommend that the SLIM Committee pursue this issue
with the Governor and legislative leadership and implement this measure as soon as
possible. A savings of $600,000 to over $1.5 million per year can be attained without
compromising quality or service levels.
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PROPOSAL FOR

STANDARDIZATION OF OPERATING SYSTEM SOFTWARE

ISSUE STATEMENT:

At this time, different versions or releases of Operating System Software are in use at
different data centers. This increase the costs of IRM in several ways. One, which is
addressed in another issue, is the license fees for all types of software. The benefits of
Operating System software standardization go beyond the costs of acquiring the software.
Standardization will allow other issues to be addressed in a shorter time and/or at a lower
cost.

BACKGROUND:

As each Data Center evolved, Operating System Software was selected strictly based on the
needs of the controlling agency. While this was a cost effective solution for each agency's
stand alone systems, it did not facilitate the interaction of these applications with those at
other data centers. It also eliminates economies of scale such as exist within license fee
structures. As a result, all the following issues are affected by this one.

o Disaster Recovery

Differences in Operating system software is a significant hindrance to Disaster Recovery
planning and implementation. To reduce costs of Disaster Recovery it is important that a
complex which is used for disaster recovery purposes can also be used for other
processing and that such proc!"ssing is compatible with disaster recovery processing. It
is also important that disaster recovery complexes be able to process applications from
multiple agencies simultaneously.

o Data Communications network and data sharing.

All of the major data centers have communications links with other data centers. These
links allow data sharing between agencies. Differences in Software at the data centers,
however, have resulted in delays in implementing these links and have caused
intermittent problems after the links were operational.

o Application software sharing

Each Data Center has developed applications which would be of value to other data
centers. Differences in Operating System software prevents the use of some of these
due to the cost of testing in each environment and customization required for each
environment.

o Pooiinw Technical Resuurces

The state could reduce its IRM costs by pooling Technical Resources. Technical
Resources that relate to a unique environment at one center can not be shared. By
standardizing the system software used at the data centers, pooling becomes a viable
cost saving measure.
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o Technical training

At present, the costs of establishing a central source for IRM technical training in the
state are higher than they could be. Since each agency uses different software.
versions, or releases, the number of personnel who need training in a specific software
version is very small. This results in higher training costs since some training must be
provided by outside vendors. These classes are often only available in other cities
resulting in travel expenses. By standardizing, training costs would be reduced because
operating system classes specifically for state technical employees would be more
practical.

o Operations Automation

Operations Automation is another area that would be facilitated by operating system
independently. Some of their results could not be easily transferred to other data centers
because of differences in system software.

FISCAL IMPACT:

Operating Software standardization or lack of it impacts the cost of other key financial and
service issues. Its collective impact on the other issues identified herein is estimated to be
between $500.000 and $1.000.000 in addition to the savings on the software licenses.

RECOMMENDATIONS:

The recommendations and method of implementation would essentially be the same as for
the proposal for the issue of software master contracts.
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PROPOSAL FOR IMPROVED MANAGEMENT OF END USER COMPUTING

ISSUE STATEMENT:

"Develop and implement a plan of action for improved management of end user computing
within state agencies."

The state's IRM Plan must define "end user" computing and clearly state requirements for
application development management. Standard development methodologies must be utilized
for the development of any end user system that has the potential of being utilized by more
than one individual.

BACKGROUND:

The rapid growth in end user computing has overcome the state's ability to control and
manage these importance resources. End user developers have a free hand in designing and
implementing personal computer system without the benefits of formalized development
guidelines, standards or documentation. State data processing personnel are often faced with
completing or supporting systems developed by end user resources with little or no knowledge
of the purpose or intent of the system and in most cases, no documentation.

End user system developers, under the direction of their direct management, pride themselves
in being able to quickly develop and implement systems without the formalized overhead
associated with centralized IRM services. While systems developed in this manner initially
receive high praise from the end users, they normally pose long-term support problems due
to lack of documentation or comprehensive design. In addition, systems designed for single
user operation area often distributed to entire staffing units, making the support and
maintenance requirement more demanding than anticipated by the developer. Many end user
systems have become critical to the ongoing operation of state agencies, as such, their
support requirement have created numerous problems for IRM organizations.

There is also a trend by end user developers to produce operations reports from downloaded
production data as opposed to producing the reports directly on the host system. Once this
data is downloaded it can be manipulated in any number of ways without any audit trails of
controls. In this manner, critical management reports can be produced and distributed that
report data conditions that no longer agree with actual host managed production data.

FISCAL IMPACT:

This represents only a few of the potential savings in end users computing. A more in depth
study would be able to point to additional savings in this rapidly changing area of end user
computing.

• A statewide software contract for commonly used packages could Ylelo a savings of
approximately $100,000 - $200,000 yearly based upon current purchase levels.
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• A higher limit on DOA/Data Management Division review process (over $100,000l would
provide a savings in staff time for a total estimated savings of $150,000.

• The computerized parts bulletin board for all agency use should result in reduced purchase
of replacement parts and an estimated savings of over $100.000 per year.

• Standards and documentation for end user application computing and interfacing with other
state mainframes and minicomputers could result in a minimum of 2 percent savings of IRM
staff which would result in over $600,000 in savings.

RECOMMENDATIONS:

The following actions must be taken by the IRM Steering Committee in order to address the
management and control of end user computing:

• End user computing must be defined in relation to state government.

• Development standards, review procedures and audit requirements must be defined for end
user system development.

• Mission critical applications must be approved by management prior to development.

• The relationship between state and agency IRM organizations and end user system
developers must be defined. The implementation of the Classification Maintenance Review
(CMRI would be a good start in classifying end user developers to a minimum level of
competence as related to other IRM staffing.

• Agency and end user management must be educated on the importance of complying to
development standards when authorizing the development of end user systems.

• Enforcement policies and directives must be created to allow state and agency IRM
personnel to enforce, manage and control end user system development.

• Set up statewide software contracts for the most common development software.

• Create a computerized parts bulletin board for surplus equipment that each agency could
interface with for a savings in purchase of some replacement equipment.

• Change DOA/Data Management Division's review guidelines for purchases of over
$100.000 to allow each agency's staff to review the need for smaller purchases.
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SHORT AND LONG TERM SAVINGS RECOMMENDATIONS

AUTHORITY LEVEL: STUDY REQUIRED

Action Item Cost-Savings Estimates

4. Conduct a study to establish future directions and standards for the Cost - TBD
application and utilization of minicomputers within the State. Savings - TBD
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1. Conduct a feasibility study to determine the optimum number of
Data Centers for the State. This should define the number of
Data Centers necessary to balance the requirements for guaranteed
quality of service levels for all agencies and to provide
adequately for disaster recovery. The study will also resolve the
issue of outsourced vs state operated data centers.

2. Develop a statewide approach for the development and application
of imaging technology.

3. Develop a statewide Client/Server architecture to put more
authority and responsibility in the hands of the end user.
Application responsibility should be decentralized.

5. Develop a plan to consolidate, upgrade and/or replace obsolete,
inefficient and ineffective minicomputers within the State.

6. Establish uniform standards for System Development Life Cycle
methodologies, tools, techniques and languages. This will include
standards for acquisition and use of Information Engineering
integrated CASE. It must also cross all hardware platforms and
promote integration, connectivity and cooperative processing.

7. Investigate outsourcing options for applications development and
maintenance.

8. Investigate the development of the concept of "I.S. Fee for Service"
with a structure to recover costs and generate revenue for the State.
Data resources are an asset to the State and should be managed
as such.

9. Conduct a study to determine the true cost and benefits for
End-User computing.
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Cost - TBD
Savings - TBD

Cost - TBD
Savings - TBD

Cost - TBD
Savings - TBD

Cost - TBD
Savings - TBD

Cost - TBD
Savings - TBD

Cost - TBD
Savings - TBD

Cost - TBD
Savings - TBD



OBJECTIVE

PROPOSAL FOR EXPLOITATION OF COMPUTER & COMMUNICATIONS TECHNOLOGY
TO LEVERAGE THE EFFECTIVENESS AND EFFICIENCY OF STATE GOVERNMENT

Define uses of technology that either reduce the cost of performing government services and/or
reduce the hassle and improve pUblic access to the services that are needed to ensure the safety and
well being of the citizens it serves.

FISCAL IMPACT
Each techology selected would have to have its own life cycle cost benefit analysis performed,

No technology would be selected that is not cost effective, It has previously been stated that technology
requires an investment of capital to generate the payback. Based on private sector paybacks for similar
use of technology it is expected that using an annual budget of $3,765,000,000 the follOWing potential
savings are possible:
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Dollars saved
$37,650,000

$112,950,000
$188,250,000

- 34 -

Percent saved
1%
3%
501

/0

ISSUE STATEMENT
The paradigm of the past decade for using technology to solve business problems has been one

of trade-ofts. Major trade-ofts that have been considered include: (1) Technology vs People; (2) Mass
Produce vs Customization; (3) Cost vs. Quality; (4) Centralized vs Decentralized; (5) Long Term vs Short
Term; (6) Product vs Service. The old paradigm of included beliefs that technology should replace
people and that quality service and products would cost more money. It was thought that there had to
be compulsory trade-ofts. The new reality, is that technology makes people more productive and
important. It imbeds new requirements in all jobs. Every job contributes to the overall performance of the
organization and every worker is a knowledge worker. There is one thread that ties all these pieces
together, stitching them together into a new paradigm for the no-trade-oft organization and that is
technology. Technology in general and information technology in particular has the power to act as an
integrator. Information technology erases old boundaries and boarders. Information technology is a key
contributing factor in integrating the organization, stripping out needless layers and connecting all of the
operations so that anyone can talk with anyone else. It merges preViously separate and often opposing
functions. It changes the concepts of time and distance, bringing things closer together and moving
them faster. Information technology when properly applied has often tended to enhance the values of
organizations and society. The key is in establishing values for a common purpose and worth. In order
to achieve the "Vision for the Future" it will be necessary to leverage information technology in all areas
of State Government.

BACKGROUND
It is believed that no one would deny the benefit to society that computing and

telecommunications technology has contributed to the overall standard of living in the past twenty-five
years. The purpose of this proposal is to identify technologies that when cost eftectively applied in State
Government additional benefits can be gained. It should be understood that the use of these
technologies will require an investment of capital. Therefore proper research and analysis must be
conducted before they are applied. Synthesis of long term and short term objectives must be achieved
with benchmarks for measuring performance, Achieving The Vision For The Future requires
benchmarking technology and surveying employee skills, ideas and satisfaction. The public which is the
end customer of State Services must be included in the process to measure and anticipate wants, needs
and satisfaction levels. Both sides of cost and quality the equation must be worked on and balanced,
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PROPOSAL FOR EXPLOITATION OF COMPUTER & COMMUNICATIONS TECHNOLOGY
TO LEVERAGE THE EFFECTIVENESS AND EFFICIENCY OF STATE GOVERNMENT

TECHNOLOGIES RECOMMENDED FOR CONSIDERATION

Imaging Systems:
It takes between five hundred thousand and two million characters to store a single "picture"

electronically. Just four years ago, a disk large enough to store a million pictures was at the leading
edge of technology and financially out of reach for almost every institution. that is no longer true. Today,
optical disk technology makes storing huge numbers of pictures relatively inexpensive and eminently
practical. Image processing is an idea whose time has come. The ability to store and forward all pieces
of paper maintained by a government function can dramatically improve productivity and reduce costs.

Government Business Process Analysis using Information Engineering Tools

It is much more difficult to build and maintain the complex systems required in today's world
than it was 10 or 15 years ago. Requirements dictate that applications be integrated and that quality
solutions be implemented in a cost effective manner and result in easy-to-maintain systems. Information
Engineering is a method for progressive system development that provides the capability to
simultaneously define both data and functional activity requirements. When correctly applied, the
Business Analysis Process provides a view where it is easier to identify and eliminate processes that are
not necessary in carrying out the mission of an organization. The use of LE. methodologies, tools and
techniques will help make it possible to streamline the government process.

"Smart Identification Cards"

Smart Card technology can be used for a wide variety of applications. From digitized pictures.
titles, licenses, health information, benefit issuance, finger printing and identification. The potential of this
technology to reduce fraud and speed the delivery of services is great. The usage of this technology has
other benefits. If images were stored digitally transmission of pictures could be instantaneous. If a law
enforcement or judicial agency wanted a picture, it could be sent electronically or displayed on-line.
Further it could be computer enhanced, enlarged or modified (to add facial hair, for example) to aid in
identification work.

Automated Teller Technology

The banking industry has pioneered the use of sophisticated computer systems to allow
customers to perform their own transactions. Automated Teller Machines (ATM) and their computer
systems allow customers to make deposits, withdrawals, make payments, transfer money and check
balances. Government Agencies have just recently begun to experiment with similar technology. With
currently available equipment customers can renew licenses and pay fees safely and securely. Customer
satisfaction levels have skyrocketed because transactions are handled quickly and efficiently and waiting
is eliminated. The future of the technology is unlimited and the cost of systems is declining. It is
definitely viable to consider as an option for service to the public.

Cooperative Processing

Reusability of code, connectivity, cheaper CPU cycles and platform integration are all factors
that can reduce the cost of maintaining and developing computer applications. The concept should be
explored and developed as a part ot future state systems. CooperatIVe Processing must be a part UI dit:

overall I.S. Architecture and plan to achieve the Vision for the Future.
- 35 -



PROPOSAL FOR EXPLOITATION OF COMPUTER & COMMUNICATIONS TECHNOLOGY
TO LEVERAGE THE EFFECTIVENESS AND EFFICIENCY OF STATE GOVERNMENT

TECHNOLOGIES RECOMMENDED FOR CONSIDERATION - Continued

Video Conferencing

Being able to get people together for meetings and speeding the decision making process
without having to travel to all parts of the state can have a major benefit in reducing in state travel costs.
There is also the potential for large time savings where managers and professionals can make better use
of their time.

Frame and Cell Relay Communications

These technologies will assist in the development of imaging applications and interconnection
of LANs and WANs. The frames and/or cells place data in "packets" in a manner that permits bandwidth
allocation to multiple data streams resulting in improved utilization of bandwidth.

Pen-based Computing

Pen-based computing systems are presently application specific. Several private sector
industries have found ways to use the technology to improve customer service. Within the State's
information intensive agencies there are applications that can benefit from the advantages of this tool.
Pilot efforts are being evaluated at the present time.
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PROJECT SLIM SPECIAL STUDIES

APPENDIX C

Information Resource Management Survey
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INFORMATION RESOURCE MANAGEMENT SURVEY"l<iPROJEctStJM<'

.L' • ,,' \ II ~ I ,... - ...... _- .... ~.~ ... - .... _--
i .. . 03/25/92 i

I. MAINFRAME COMPUTER SYSTEMS

··MAINFRAME.····· .... ....•....•..•...............•.·.nnd> ...........n l :~ ....... ....... ADOT· ....••).•·.••..DOA.·.... ·•·•··· ..•••• ) DPS ••·<.··.. ·· ><TOTAL···
HITACHI BULL HITACHI HITACHI AMDAHL HITACHI IBM
EX-100 DPS-8 EX-80 EX-100 5990-790 EX-70 3090-200 7

A. PROCESSOR§.
MIPS 88 3 50 88 66 40 28 363
PURCHASE DATE 1990 1988 1991 1990 1990 1990 1991
ANNLJALMAiNTENANCE $283,000 $318,000 $122,052 $242,580 $192,312 $96,000 $101,796 $1,355,740
UNPAID BAlj.r~CE $4,316,000 $3,028,100 $3,157,800 $3,234,140 $1,000,000 $14,736,040

PERIPHERAL EQUIPMENT
1. DASD

DISIS.PRIVES
AMDAHL 6280 16 16
A~'DAHL6380 28 28
HDS 7380 9 13 18 40
HDS 7390 1 1
IBM 3380 25 1 8 34
U~.., 3390 9 9

TOTAL UNITS 34 11 44 21 18 128

DISK CONTROLLERS
AMDAHL 6100 2 2
AMDAHL 6880 2 2
HDS 7880 6 6
HDS 7980 2 2
ISM 3880 2 2
IBM 3990 1 1

TOTAL UNITS 1 4 4 6 15

TOTALGB 345 195 121 98 65 824
ANNUAL MAfFJTENANCE $150,000 NOT AVAILABLE $144,360 $27,000 $87,120 $408,480
UNPAID BALANCE $1 227000 $905100 $2.132.100
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I. MAINFRAME COMPUTER SYSTEMS
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'>}}MAINFRAME' DOA ><>.DES.·ii< ·...·\.ADOr.... •·· ·········i.·DOR?·· ·.[)pS:/ iT9Ti\1..
HITACHI BULL HITACHI-r HITACHI AMDAHL HITACHI IBM

A. PROCESSORS EX-100 DPS-8 EX-80 EX-100 5990-790 EX-70 3090-200

PERIPHERAL EQUIPMENT
2. MAGNETIC TAPE/CARTRIDGE

REEL HDS 7420 5 3 4 4 16
HDS 7803 1 1
STC 4551 4 4
STC 4554 10 10

CARTRDG. HDS 7480 20 6 26
HDS 7490 16 16
HDS 7900 1 1
MEMOREX/TELEX 548C 10 10

TOTAL 21 24 24 10 5 84

ANNUAL MAINTENANCE $70,000 NOT AVAIL NOT AVAil $52,000 $29,616 $151,616
UNPAID BALANCE

-
$375,000 $375,000

3. PRINTERS
LINE DECISION DATA 6610 5 5

DECISION DATA 6680 5 5
IBM 3203 1 1
IBM 4245 2 3 1 6
IBM 6262 2 2 4

PAGE XEROX 3700 1 1 2
XEROX 4050 2 2
XEROX 9790 2 2

TOTAL 4 4 13 3 3 27

ANNUAL MAINTENANCE $79,000 NOT AVAIL NOT AVAIL $17,600 $22,872 $119,472
UNPAID BALANCE

TOTAL INSTALLED HARDWARE
ANNUAL MAINTENANCE $582,000 $318,000 $813,832 $390,672 $350,000 $241,404 $2,695,908
UNPAID BALANCE $5,918000 $7091,000 $3.234.140 $1 200 000 $17443140

~--~---~~~~-.-~_._-
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MAINfRAME······ . ..... '., ..:.:. .. :.- .. <... ,A ...... .... <ADOT> ···.·.·\· •..POBU······· <peS.• ·· ·········.·.TQTAL••••••.
HITACHI BULL HITACHI I HITACHI AMDAHL HITACHI IBM

B. SOFTWARE ENVIRONMENT EX-100 DPS-8 EX-80 EX-100 5990-790 EX-70 3090-200

(ANNUAL MAINTENANCE)

1. OPERATING SYSTEM
MVS/ESA 2.1.0 $696,120 $696,120

89 MVS/XA 2.2.0 X
84 MVS!'iJ 2.2.3 $606,800 $606,800
-MVS/XA 2.2 eSP) $35,000 $35,000

MVS/XA 2.4 $127,524 $127,524
-uMISP"I.5

2. DATA BASE
ADABAH $108,831 $108,831

78 ADABAS $66,446 $66,446
ARTEMIS 9.3.1 X

86 CA-DAfACOM/DB 8.0 $92,000 $92,000
IBM DB2 2.2.0 X
IBM IMSNS 2.2.0 X

--SOFTWARE AG ADABAS VER 5.1.8 $87,000 $87,000

3. ALLOTHER
TOTAL $144,227 $243,879 $160,500 $249,560 $798,166---

TOTAL INSTAUED SOFlWARE MAINT. $843,027 $1,048,830 $663,044 $282,500 $443,530 $3,280,931
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I. MAINFRAME COMPUTER SYSTEMS

;~i>i >ADO;r'··DQFi •• :,:!=:PP:mi'IIQTAL>> •.·.UI ·····.·>OOA.......
HITACHI BULL HITACHI HITACHI AMDAHL HITACHI IBM

C. DATA COMMUNICATIONS EX-100 DPS-8 EX-80 EX-100 5990-790 EX-70 3090-200

1. PROTOCOL (SNNSDLC) YEAR 1984 1980 1987 1987 1989

2. CENTRAL SITE HARDWARE
IBM 3725 1 2 3
IBM 3745 1 1 1 1 1 5

UNPAID BALANCE $230,690 $230,690

3. REMOTE CONTROLLERS
AT&T 1 1
IBM 1 1
IBM 3174 4 7 4 2 17
IBM 3274 2 13 2 16 2 35
IBM 4702 15 15
IDEA 7411 51 51
IDEA 1601 61 14 1 76
IDEA 9420 1 129 63 3 3 199
IDEA 9425 108 2 110
IDEA 9440 4 10 6 20
IDEA 9474 36 1 14 6 57
IDEA 10374 5 4 26 35
IDEA 10474 6 20 5 2 33
IDEA 10571 1 1
IDEA 10573 1 1
IDEA 10574 59 10 2 71
IDEA 10751 1 1
IDEA MC400 1 1
RENEX DIAL-BACK 1 1
TELEX 1 1

TOTAL 20 380 236 46 45 727

4. TERMINALS/PRINTERS
TERMINAlS 356 4,960 1,887 870 3,717 11,790
REMOTE PRINTERS 879 879

5. NETWORK ARCHITECTURE (SNA) 1984 1980 1987 1987 1989!.... - .. ...,\ -- - .. .• ~ 11- .._-- .... --." .... I~ ..
"Inln' Tnn..".,,,1 "'" ,nl Inr nnl\ ''',,'' ,rln~ nn/\ _,.".,nnrl tnrm;n.,i ... 01 , Ie: Inn..,in.,I.. ',., ...,nn,..ln~ 1..-, Ihn Hn~ h'nm ",.1<'nr',....'· ,..,.,1 ,.., ,,,,,..,,,.,(1 \
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I. MAINFRAME COMPUTER SYSTEMS

.. MAINFRAME<· .
HITACHI

6. OTHER DATA CENTER LINKS I EX-100
BUll

DPS-8
HITACHI
EX-80

>·>ADOT ••••••••••ITm ..,ppaWCITT.•• OP$.i<··
HITACHI I AMDAHL I HITACHI I IBM
EX-100 5990-790 EX-70 3090-200

STATE AGENCIES
Attomf!y General (AG) 1991

1 I I 19861 19851
1986

Dept.elt Economic Security (DES) 1985 1991
Dept. (If Health Services DHS 1991
Dept. of Administration DOA 1985 19901 19911 1991
Dept. (If Revenue DOR 1991 1985 1990
Dept. (if Transportation DOT] 1990 1986 1 19901 1966
~a!!ment ot Public Safety DPS 1991 1991 1966
Dept.~'f Water Resources (DWR) 1991
Secretary of State (SOS) 1986
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MAINFRAME DON' r >.,.,., ."·'...AOO"..' /<,.008",·)
IBpiHITACHI BULL HITACHI I HITACHI AMDAHL HITACHI

6. OTHER DATA CENTER LINKS EX-100 DPS-8 EX-80 EX-100 5990-790 EX-70 3090-200

OTHER
APACHE COUNlY X
APACHE COUNlY SHERIFF 1990
BULLHEAD CllY POLICE 1991
COCHISE COUNlY X
COCONINO COUNlY X
DOR - EAST VALLEY X
DOR - TUCSON X
FLAGSTAFF POLICE 1990
GILACOUNlY X
GLENDALE POLICE 1988
GRAHAM COUNlY X
GREENLEE COUNlY X
GREYHOUND CORP. (AHCCCS) 1991

-
1987

LAPAZ COUNlY X
MARICOPA COUNlY 1991 1991 X
MARICOPA COUNlY LEJIS 1976
MARICOPA COUNlY SHERIFF 1990
MARTIN MARIETTA 1989
MESA, CllY OF 1986

CONTINUED ON NEXT PAGE

~-~~~~~~~-~~-~~~-~-
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I/PROJE:C"t'SI...IIVI~ INFORMATION RESOURCE MANAGEMENT SURVEY

I. MAINFRAME COMPUTER SYSTEMS

r MAINfRAME.)·····.··········· ····..·············.·.·1··· •··· ..•. ·· •.•..·•• <.< ••••••••.• DOA<y••.•·•. y··.< .••...·•··•.· ••.·.AOOT/IT«.PPR:/% 80/QR.§/
HITACHI ~ULL HITACHI I HITACHI AMDAHL HITACHI IBM

6. OTHER DATA CENTER LINKS 1 EX-100 DPS-8 EX-80 EX-100 5990-790 EX-70 3090-:I!OO

OTHER (CONTINUED)
NAVAJO COUNlY
NCIC
NLETB
PEAT"-MARWICK (AFIS II)
PHOENIX POLICE
PIMA GOUNlY
PIMA GOUNlY ATTORNEY
PIMA GOUNlY SHERIFF
PINAL COUNlY SHERIFF
PINAL COUNlY
PRESCOTT POLICE
SANTA CRUZ COUNlY
SCOTTSDALE POLICE
SHOWLOW POLICE
SIERRA VISTA POLICE
TEMPE POLICE
TUCSON POLICE
YAVPPI COUNlY
YUMA. COUNlY
YUM.A. POLICE

1991

1991

x

X

X

X
x

1969
1969

1973

1991
1990
1990

1988

1990
1991
1986
1986
1973

1991
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MAINFRAME /< « ....••• nOA..........< •.•.• ./.• / .•.•. ,..." :co ••••••• ·······AD01.> ·./[)()Fl.U

D. FINANCING METHOD AND TERMS Third Party financing Approx. 55-65% of purdl 3rd party Purchased: Outright purchase or
cost generated by federal installments 12/90 for installment purchase,
grant monies. $1.6 million using annual operating

budget. No hardware is
Third party financing on time payments at this
amortized over 5 years time.
with interest 100% state
funded.

-- .. ·... ., ... _ ..'IIiiI ......... ~ .. _- ....
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INFORMATION RESOURCE MANAGEMENT SURVEY

..........'1 _ .. ,.••' .. -.' .__ ..... _ ... _

- 03/25/92 I

I··pRQdEc-rSI...IM••~
I. MINI COMPUTER SYSTEMS

nA'DES'·.DOTI•. DORI OPSIAHC I·. OPCI.OHSFLND IDWf:l1 GIFI AG9L;I:}~t<:lflPGFIN~IP(l,II.:.JPT~L.

A. PROCESSORS
BULL DPS6 I 1
BULL DPS 6/94 1
BULL DPS6/4~0 11
BULL DPS 600n 2
DEC VAX 3 I I I 1 I I I I I I I I I I I I I II 1

DEC VAX 11/785 2 ~
IBM 4381 - P02 1 1
IBM 4381 - P03 1 1
IBM 4381 - R15 1 1
IBM AS/400 I 1 I 1 I I I I I 2 I 1 I I I I 1 I 1 1 II 5
.. IBM SYSfJ6 I 51 11 I 11 I I 131 J J I I 1 11 I 1 111 22
.. MAl 13-4 MPX8030
.. MAl BASIC F(;;;)U7.R=-=-71:":0:--------t---t---:-t---+---t----t---t-----it---t---t---t---+--t--t---+---t---11

MOTOROLA 68020
.. NBI 1
.. NBI64 2
.. PRIME 6350 1 I 1 I 1 I I I I 1 I I 1 I 1 I 1 II 1
PRIME 9950 I I I I I 1 I I I I 11 I 1 I I I II 1
SUN SPARCSl ATION 1 1 1 I J I 1 I 1 1 11 I 1 I I 1 If 1
? UNIX 520 I I I I I 1 I I I I 1 I I I 1 I I II 1
.. WANG VS 65-A I 11
.. WANG VS 100 1

WANG VS 5000 'I
WANG VS 5440 1 1
WANG VS 5450 1 1
WANG VS 5460 1 1
.. WANG VS 7150 1 I 11 1 1 I 11 I 1 1 I 1 1 f I 1 II 2
.. WANG VS 7310 I I I 11 I I 1 I I I I I I I I I I II 2

TOTAL 61 10 7 1 1 21 15 2 7 1 1 H 1 1 1 58

.. No longer m~nufactured



1<PROJECT>Sl.HM ~

A. PROCESSORS

PERIPHERAL EQUIPMENT
DISC DRIVES

BULL
CDC
CDC SABER
EMC
FUJITSU M2351NAF
HDS3380
HDS 7380
IBM 3880
IBM 9332
IBM 9335
IBM 9336
INTERGRAPH FDSK177
INTERGRAPH M2331K
WANG 2248
WANG 2265
WANG 2268
WANG 2269
WANG 2270

TOTAL

DISC CONTROLLERS
HDS3880
HDS 7880
IBM

TOTAL

INFORMATlON RESOURCE MANAGEMENT SURVEY

I. MINI COMPUTER SY.STEMS

~I
10

2

2
4

3
1 1
I 1 1

2
4
1

~4 91 I I 14
1

11
71 20/ I 41 141 41 18 7 13 1 10

1
21 I I

1 I I
21 I I I I 1

2

2

1

1

1

03/25/92

Page 1-10

29
9
7
2

2
4

3

2
4

4
27

100

2

4

-~-~~~-~~~~~-~~--~-
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INFORMATION RESOURCE MANAGEMENT SURVEY
Page 1-11

I. MINI COMPUTER SYSTEMS

.. ,-.

······FOqAL!iEsII:!QIrnPFlL~l!Psl.AHcFjjQ9ID!:'sl·••• lp.jDrD'NRI•. 9jfl •••Aqpl~~~kfflJ.Qh.!.~§T.:~lg.II.Cr(lT~L

A. PROCESSORS

PERIPHERAL EaUIPMENT

4 4
2., I II 1I ,

I II 1

I I -,
I 1 'I

1 II 1

I I I
1 1 1

I I I
I II

B

I
I

I

I 1

I I
I I

2

1 1 I
I I

1

I
II . I

2

I

'1
1
4
1
2
1
1
5

::::c=cJJ1 5
11 11 111 4311

I 5

I~
1

3
1

T 2
I I

I

2
41 2

MEMOREX 322: §is .
MTM 9921 .
TELEX625'~D---------------

WANG 2209~ ___
WANG 2219~ --1
WANG 2238

WANG 224-=-8--------------1
WANG 2259 r-1--r
MISC DRIVE (UNDEFINED) ~

TOTAL

IBM 9347
IBM 9348,
INTERGRAPH 1935

MAGNETIC T~PE

REEL
BULL

BULL 6250 ~' I I I I ,
BULL 9921 '
DIGITAL n<50 1.
IBM 3803 ' .,
IBM 8809

CARTRIDG.s
MEMOREX 5480 1 I I 1 I I I I I I I 1 1 I I I I II . 1



IPRQ.JEO-r>SI...IM«'

A. PROCESSORS

03/25/92

INFORMATION RESOURCE MANAGEMENT SURVEY
Page 1-12

I. MINI COMPUTER SYSTEMS

IOOA!.·.OES' POTkDORl-0P~JAHCJ.POCLQ!!~Ji:NOJDv,vflJiG/FFACCFSNI,(I~dCI~~~li.Llb~J,T.9TAL,

PERIPHERAL EQUIPMENT
PRINTERS

ASPI100 CPS
BULL 55 CPS
BULL 300 LPM
BULL 600 LPM
BULL 1200 LPM
BULL LASER
HWPRU
IBM 3203
IBM 3812 LASER

2
8

1 1 1 1 1
1I I 1 1

2
5

3

21 I I 7

2
8
2
2
2
5
3

9
IBM 4210
IBM 4214
IBM 4224
IBM 4234
IBM 4245
IBM 5202
IBM 5219
IBM 5224
IBM 5225
IBM 5262
ITT800LPM
NBI
PRINTRONIX
PRINTRONIX P6DO
PRU 7260
PRU 7261
PRU 9901
WANG 5535
WANG 5574
WANG 5577
WANG 5578
WANG LeS 15
WANG LOP 8
WANG LPS 8
WANG LPS 12

2
43
34

1
2 I 1

3
3
3 17

41 1 I 15
1 I I

5

1

=t=
2
3
1 ,

3
1
2

->---+

1
11

I~
2

11 1 1 1
1I 1 I I 1 I 1

41 I 1 1

8

2

2
45
36

2
3
3
8

20
20

5
8

2
2
3

3

2

11
3

19
2

~

WANG LPS 15
XEROX 4050 (PAGE)
XEROX 4075 (PAGE)
XEROX MODEL 10
MISC LINE PRINTERS_, ·.L" _

4

5
3

~51" 2.' ...32~~_1 ifi,iSl.--1tri1 81.

4

1
5
3_I.. -
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I. MINI COMPUTER SYSTEMS

INFORMATION RESOURCE MANAGEMENT SURVEY

......... - - .. - -
I PRQUECH"S.L.IM'

.' DES I" DorFDORlqpsLI\H91.,DQ"91~[)H~JJ:ND 15WRIG/F!ACCLB~~tB()ql.l'~!31.··.l,.lgniJ.':qI"1..

A. PROCESSORS

PERIPHERAL EQUIPMENT

MISCELLANEOUS
DIGITIZER - CALCOMP 21 I I I I I ~ 2
PLOTTER - ZETA 21 I I 1 I 1 H 2
SCANNER - PRIME HELICAL 11 I I I I I " 1I
SCANNER - WANG 4

TOTAL INSTALLED HARDWARE
~~NUALMAINTENANCE (THOUSAND) I $681 $62
UNPAID BALANCE (THOUSAND)

NA I $30 I $2621 $77 I $59 $4
$326

$967
$777
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III. STAFFING

...............•.•.•... DOA« ·/AD01}.<»::...}.:..}:;;:'::DPS,:)··
====.""•• '-"",(F""",T""",,E=-if"ANNUAL 'FfJEFI\NNUJ\kFTE/<~NNUAL)fTE.'J\NNUAL:

A. MANAGEMENT PERSONNEL
i i ASSISTANT DIRECTOR

763831 EDP MGR IV 26
56231 ADOT INFO SERVo MGR 26

763821 EDP MGR III 25
763661 EDP SYS PROG MGR II 24

MANAGER ISP
ASST SUPT FOR ADMIN 23

76381 EDP MGR II 23
73154 ADMIN SRVC OFF IV 23

'
1 I I I 1 I 1 I I I

J-g291, EDP CaMP OP MGR II 23 ~ ~ I I I I I I I
!~ EDP SYS PROJ MGR 22
. 5687 U1TAX SYS DVLP COORD ~{f $33,737 ~ I I I I I t
76333 EDP PROG ANAL III 20

. 761191 EXECUTIVE ASSISTANT 20
122421 EDP CaMP OPER III 15

1.00 $29,260

TOTAL 2.501 $150,4941 3.001 $136,3811 2.001 $135,1391 1.0or-$12:26312]JOr $136,042

-~~----~-~.~~~~~~--
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III. STAFFING

-
Page 111-13

..
>FTE .. ·. ANNUAL .' FTE.·.·. ····.ANNUAL ••·••··FTE··ANNUAl... I/'ANNUAL ···FTE\i(ANNUAL

B. SYSTEMS PROGRAMMING
(SEE SECTION E. TECH. SUPPORT)

C. APPUCATIONS PROGRAMMING
76366 EDP SYST PROG MGR II 24 1.00 58,918 1.00 $55,160 2.00 $100,921 1.00 $48,361
76365 EDP SYST PROG MGR I 23 1.00 45,000 2.00 $105,323 2.00 $103,386
76359 EDP SYS PROJ MGR 22 5.00 235,250 8.00 $340,513 5.00 $240,326 3.00 $122,762
76358 EDP SYS ANAl.. II 21 6.00 $244,015
76334 EDP SYS PROJ LOR 21 13.00 546,317 26.00 $1,028,046 13.00 $511,629 7.00 $262,206
76333 EDP PROG ANAl.. III 20 17.00 600,290 69.00 $2,2n,OOO 24.00 $846,501 25.00 $802,896 2.00 $69,601
31066 EDP DATA BASE SPEC I 20
76391 EDP MGMT INFO SPEC 19
76332 EDP PROG ANAl.. II 19 13.00 403,042 42.00 $1,260,000 20.00 $604,470 8.00 $231,320 5.00 $158,817
73222 MANAGEMENT ANAl..YST II 18 1.00 $35,168
73114 PROG & PROJ SPC I 18 2.00 $46,476
76331 EDP PROG ANAl.. I 17 3.00 68,709 4.00 $92,195 4.00 $92,794 3.00 $76,493
73122 ADMIN. ASST. II 15 1.00 $18,555
7633:> EDP PROG ANAl.. TR 14 1.00 $17,755
31212 ADM SECYII 13 1.00 $17,024
31103 INFO PROG SPEC III 13
12263 EDP AUK OPER II 13 2.00 $40,516
31211 ADMSECYI 12 1.00 16,373 1.00 $17,143
31102 INFO PROC SPEC II 11 1.00 $15,362
12262 EDP AUX OPER I 11 2.00 $28,967
31204 Cl..ERK TYPIST II 9 1.00 $13,548
31101 INFO PROC SPEC I 9 1.00 $14000

TOTAl.. 54.00 1$1,973,899 161.00 1$5,312,801 68.00 1$2,396,042 49.00 .$1,578,094 18.00 $652,312
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III. STAFFING

«.fTEANNUAl.. - ... FTEANNUAL~TE·. ANNUAL ····fTEANNUAL <.FTE\ANNUAL.

D. DATA BASE
31069 EDP DATA BASE MGR 24 1.00 $58,702 1.00 $40,533 2.00 $95,732
76342 EDP TECH SUPP SPEC III 23 1.00 52,360 1.00 $54,841
76355 EDP DATA BASE SPEC 22 1.00 $48,000
76341 EDP TECH SUPP SPEC II 22 1.00 $46,807
31068 EDP DATA BA SPEC III 22 1.00 46,157 3.00 $128,010 2.00 $90,906 1.00 $33,737
76334 EDP SYS PROJ LEADER 21
31067 EDP DATA BA SPEC II 21 5.00 192,659 4.00 $132,338 2.00 $95,767
76333 EDP PROG ANAL 11\ 20 9.00 $291,287
31066 EDP DATA BA SPEC I 20 1.00 $28,097
76391 EDP MGMT INFO SPEC 19
76332 EDP PROG ANAL II 19 2.00 $59,430

TOTAL 7.00 $291,176 9.00 $347,147 3.00 $131,439 16.00 $575,953 3.00 $149,648

E. TECHNICAL SUPPORT
76366 EDP TECH SUPP MGR II 24 1.00 $61,340
76343 EDP TECH SUPP MGR 24 0.50 30,233 1.00 $60,171 1.00 $60,465 1.00 $55,366 1.00 $57,493
76342 EDP TECH SU SPEC III 23 1.00 55,963 3.00 $141,723 5.00 $218,409 2.00 $92,248 2.00 $109,682
76359 EDP SYS PROJ MGR 22 1.00 $43,602
76341 EDP TECH SU SPEC II 22 5.00 211,992 5.00 $209,133 5.00 $192,138 1.00 $35,000 1.00 $38,616
76358 EDP SYS ANAL II 21 1.00 $35,278
76334 EDP SYS PROJ LOR 21 3.00 $123,185
~1 EDP PLANNiNG ANAL I 20

76340 EDP TECH SU SPEC 1 20 2.00 63,395 4.00 $130,714 1.00 $32,395 1.00 $37,508
76333 EDP PROG ANAL 11\ 20

73223 MANAGEMENT ANAL III 20
-76391 EDP MGMT INFO SPEC 19
76332 EDP PROG ANAL II 19

-12281 EDP COMP OP SUPV II 19
73222 MANAGEMENT ANAL II 18
12243 EDP COMP OPER ANAL II 18 2.00 $56,084
76331 EDP PROG ANAL I 17 1.00 $25,709
73123 ADMIN ASST. III 17 1.00 $24,949
73221 MANAGEMENT ANAL I 16
73122 ADMIN ASST II 15

73121 ADMIN ASSTI 13 2.00 $42,738
12273 EDP LIB CTL CO III 12 1.00 22,019
31102 INFO PROC SPEC " 11.... __ Tcww. ... ..... ~.50~83.'" ~~fMlili7 .-wJ0 .40...... 7.0~276 "16

- - --- .... -
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INFORMA TlON RESOURCE MANAGEMENT SURVEYliPROijEGJ'S~Itv1'
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III. STAFFING

\ <FTE . ANNUAL ... FTE ANNUALFTEANNUAl ••.. FTE>}ANNUAL.]»)\NNUAI...... ,.. . . , .... , ..... , .. -.'., .. , ..,-- ........... , .......... ", . .' -"',' , ..

F. TELECOMMUNICATIONS SUPPORT
76343 EDP TECH SUPP MGR 24 0.50 30,233
76342 EDP TECH SUPP SPEC III 23 1.00 52,876 3.00 $163,800
76341 EDP TECH SUPP SPEC II 22 2.00 82,546 1.00 $41,600
31049 EDP TEtE SUPP MGR 22 1.00 $42,398 1.00 $33,737
31048 EDP TE(E SUPP SPEC III 21 1.00 $30,879--

EDP TEtE SUPP SPEC II $88,180 1.00 $38,06431047 20 2.00 64,432 3.00
76340 EDP TECH SUPP SPEC I 20 1.00 31,200
12631 COMMUNICATIONS ANAL 20 1.00 $34,585
31046 EDP TEtE SUPP SPEC I 19 3.00 $75,546 1.00 $25,182
73114 PROG. & PROJ. SPEC I 18 1.00 $34,496
31029 EDP D C NTWK ANAL 18 1.00 $24,206
73123 ADMIN. ASST. III 17 2.00 $47,474
12280 EDP COMP OP SUPV I 17
12259 EDP TETE MAINT TECH II 17 1.00 21,481 9.00 $193,759 2.00 $45,111 2.00 $53,355
12258 EDP TELE MAINT TECH I 16 1.00 $19,895
73121 ADMIN ASST. I 13 1.00 $18,199 1.00 $16,618
31206 SECRETARY 11 1.00 $14,558
31205 CLERK TYPIST III 11 1.00 $14,481
31301 SWITCHBOARD OPER I 8 2.00 $34,154

TOTAL 7.50 $282768 23.00 $565384 11.00 $266,138 2.00 $53,355 4.00 $205400
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........ . ....
< I·.·········.:·.............. ..

••••••••••• .••· •. FTE ANNUAL FTE ··ANNUAL FTE ANNUAL }fIE> ANNUAL (FTe: ANNUAU.......... -

G. OPERATIONS (PAGE 1 OF 2)
12291 EDP COMP OP MGR II 23 1.00 55,963 1.00 $53,524 1.00 $42,514 1.00 $42,201 1.00 $46,477
76341 EDP TECH SU SPEC II 22 1.00 37,360
12290 EDP COMP OP MGR I 22
76334 EDP SYS PROJ LEADER 21 1.00 $44,888
12282 EDP COMP OP SUPV III 21 1.00 30,879 1.00 $41,502 1.00 $37,177 1.00 $31,651
76333 EDP PROG ANALYST III 20 3.00 $99,000
12281 EDP COMP OP SUPV II 19 4.00 116,423 3.00 $81,996 3.00 $94,300 2.00 $58,029 1.00 $37,076
31097 EDP COMP OP SCHED II 18 1.00 $23,238

-31029 EDP D C NlWK ANAL 18 2.00 $54,366
12277 EDP OP CTRL SUPV III 18 1.00 $35,168 1.00 $29,165
12243 EDP COMP OP ANAL II 18 5.00 131,880 8.00 $209,159 3.00 $72,038
12230 EDP PROD CTRL SUPV 18 1.00 $26,182
34555 BUILDING MAINT SPEC 17 1.00 19,895
12280 EDP COMP OP SUPV I 17 4.00 94,883
12244 EDP COMP OP AN I 17 2.00 47,000
12223 DATA ENTRY SUPV III 17 1.00 $29,607
12276 EDP OP CTRL SUPV II 16 1.00 $21,934 1.00 $24,464
12222 DATA ENTRY SUPV II 16 1.00 23,058 2.00 $50,262 1.00 $28,354
73122 ADMIN ASST II 15 1.00 $18,555
31028 EDP D C NlWK OPER 15 3.00 $63,380
12242 EDP COMP OP III 15 10.00 221 751 11.00 $214500 6.00 $127782 5.00 $101622 2.00 $40300

--~~-----~~~-~~~~--
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.• FTE> 111_~~~·~ci~~FTE:. J\NNUI\U FIE I\NNUAL···.• fTE .·.·.Af',INUAL

G. OPERATIONS (PAGE 2 OF 2}
31221 ADMIN SUPP SUPV I 14 1.00 $17,755
12275 EDP OP CTRL SUPV I 14 2.00 $42,003 1.00 $17,755
12221 DATA ENTRY SUPV I 14 1.00 $20,455 2.00 $40,977
73121 ADMiN:.I\SST. I 13
31103 INFO PROC SPEC III 13 2.00 43,762
12263 EDP AU;( EQUIP OPER II 13
12241 EDP COMP OP II 13 11.00 198,216 6.00 $106,200 7.00 $147,046 3.00 $61,248 2.00 $42,380
33007 REV CTHL FIS SRV TECH II 12 2.00 $33,650
12273 EDP liB CTL co III 12 5.00 101,468 7.00 $111,912 1.00 $19,814 3.00 $46,787 2.00 $39,780
33005 REV CTHL SUPV I 11 1.00 $14,481
31205 CLERK TYPIST III 11 1.00 14,558
31102 INFO PROC SPEC II 11
12272 EDP LIB CTL CO II 11 5.00 $92,769 1.00 $15,175 2.00 $32682
12240 EDPCOMPOPI 11 7.00 117,574 9.00 $134,018 ·3.00 $46,674
12213 DATA ENTRY OP IV 11 2.00 39,847 2.00 $28,000 1.00 $17,767 1.00 $14,630 1.00 $21,320
33006 REV CT!~L FIS SRV TECH I 10 9.00 $131,882
12271 EDP LIB CTL CO I 10 1.00 14,281 9.00 $137,772 4.00 $78,320 2.00 $28 550
32591 DRIVER 9 1.00 13,548

31101 INFO PriOC SPEC I 9
12212 DATA ENTRY OP III 9 13.00 196,808 14.00 $196,000 6.00 $91,933 14.00 $218,383 1.00 $18,798
31203 CLERK 'TYPIST I 8 1.00 $17,538
12211 DATA ENTRY OP II 8 2.00 30,717 14.00 $187,876
12210 DATA ENTRY OP I 6

TOTAL 75.00 $1,549,871 89.00 $1,766,307 35.00 $773,610 69.00 1$1,190,083 18.00 $422,741
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H. ADMINISTRATION (PAGE 1 OF 2\
76385 EDP PLANNING ANAL 23 1.00 $57,n2
76365 EDP SYST PROG MGR I 23 1.00 47,3n
76187 FIN CONSULTANT III 23 1.00 $47,025
73154 ADMIN SVCS OFF IV 23 1.00 53,61~_
76359 EDP SYST PROJ MGR 22 1.00 39,710
76341 EDP TECH SUPP SPEC II 22
73153 ADMIN SVCS OFF III 22 1.00 $39,504
76882 PLANNER III 21 1.00 $45,476
76334 EDP PROJECT LEADER 21 5.00 181,761
73152 ADMIN SVCS OFF II 21 1.00 $30,879 1.00 $40,233
31067 EDP DATA BS SPEC II 21 1.00 34,015
76361 EDP PLANNING AN I 20 1.00 37,875 1.00 $37,520
76340 EDP TECH SUPP SPEC I 20
76333 EDP PROG ANAL III 20
73622 TRAINING OFF II 20 1.00 28,097
73301 EXEC CONSULTANT I 20
73223 MANAGEMENT ANAL III 20

1-73119 EXEC. STAFF ASST. 20 1.00 $29,501
76881 PLANNER II 19 2.00 $49,973
76391 EDP MGMT INFO SPEC 19 2.00 $50,655
76332 EDP PROG ANAL II 19 2.00 63,313
76205 FISCAL SVCS SPEC V 19 1.00 38,037
76151 ADMIN SVCS OFF I 19 1.00 37,309 1.00 $29,068
73621 TRAINING OFF I 19 2.00 58,938 2.00 $50,~4

73115 PROG & PROJ SPC II 19 1.00 25,000 1.00 $38,111

--~~-------~.~~-~--
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III. STAFFING
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H. ADMINISTRATION lPAGE 2 OF 2)

73222 MANAGEMENT ANAL II 18 1.00 $23,238
76331 EDP PROG ANAL I 17
73123 ADMIN ASST III 17 1.00 $26,384 1.00 $23,568
76310 tRAINING SPEC 16 2.00 39,790
73221 MANAGEMENT ANAL I 16 4.00 $83,582
31222 ADMIN SIUPP SUPV II 16 1.00 25,901
73122 ADMIN ASSTII 15 1.00 24,184 1.00 $18,555 1.00 $20,905 1.00 $24,969
21213 ADMIN SECY III 14 1.00 $21,382
73121 ADMIN ASSTI 13 1.00 16,491 1.00 $16,773 2.00 $40,555
32003 ACCTG 1ECH III 13 1.00 16,618 1.00 $16,618
31212 ADMINSECYII 13 1.00 20,771 1.00 $21,942 1.00 $23,468
31103 INFO PROC SPEC III 13 1.00 20,000
31211 ADMINSECYI 12 2.00 $37,394 1.00 $16,720
32002 ACCOUNTING TECH II 11 1.00 $17,638

SECRETARY II 1.00 $20,852
SECRETARY I 1.00 $17,703

31206 SECRETARY 11 1.00 14,550
31205 CLERK TYPIST III 11 1.00 $14,558
31102 INFO PR(JC SPEC II 11 3.00 $51,955
31204 CLERK TYPIST II 9 1.00 13,548 1.00 $13,548 2.00 $27,148
31101 INFO PROC SPEC I 9
12211 DATA ENTRYOPER II 8
31202 CLERICAL ASSISTANT 7 1.00 $11,998 1.00 $11,998

CLERICAL POOL

TOTAL 29.00 $848,894 14.00 $347,584 24.00 $576,539 6.00 $117,084 3.00 $96,327

AGENCY TOTAL 184.50 $5,480,703 318.00 $9,270,421 155.00 $4,782,314 150.00 $3,863,038 56.00 $1,971,986
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I. CONSULTANTS (PAGE 1 OF 2)
ADMIN SUPPORT
AFIS (ISP)
ALTCS
AUTOMATED TECHNOLOGY LAB
BHMIS DEVELOPMENT
BUDGET PREPARATION PROJECT
BUSINESS RECOVERY PLANNING
BUSINESS SYSTEMS PROJECT

.·FTEIANNlJAI.." IEEf~EIlANNUAllufIE1A~NUAl.

$41,500
$790,000

$50,000

$250,000

ANNUAL ><ANNUAL·

CAPITAL EQUIPMENT PROJECT
CERTIFICATION/DOCUMENTATION I I I I I I I I I I I
CLAIMS AND ENCOUNTERS
COMMUNICATIONS
CONTROL
DATABASE
DEATH PROJECT
ENGINEERING - UPS &DIESEL
ENTERPRISE
FINANCIAL, URlQA
GIS PROJECT SYSTEM
HEALTH PLAN
HIGH INT DRUG TRAFF AREA (HIDTA)
IMS UPDATE (TWO PJ1A,SE~1

INFOCENTER
INFO MGMT/CASE MGMT
MCS INFO SERVICES

$68,000

$136,000

$1,300,000

$144,000

$102,000

4.001 $250,000

--~----------~~-~~-
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III. STAFFING

03/25192

Page 111-21

1·';.::0;;111;;;:;;.:;:;;;;&;;%&); ;;I;;I:I;:~i:;;V~JJ~~~M~';.)J~~~;iii@10~~J(iX~ ···;FTfiiIH$NlIlUt.lITfAI;1"EWri;'ANN!JI\U

I. CONSULTANTS (PAGE 2 OF 2)
MGMT: S&P,DA1ABASE,TECH SUPP
MICROFICHE
MVD (ABANDON VEH) I I I I . I I $63,000
MVD (COMM DR1VERS lIC) J , I , I I $34,000
MVD (DRIVERS LICENSE) J I I I I I $200,000
MVD (MANDATORY INS) I I 1 I 1 I $146,000

MVD (TARGETS) I I I I I I $303,000~VD (!IRE AND REG) -'-:;;:$6=7~,00=0=-11f---lIr-----lII----IIf-------J1

NETWORKING
OPERATIONS
PECOS HIGHW,AY MGMT SYSTEM $96,000
PROVIDER,REF ,SSR,SECURITY I I I I 1 I I I I I I
RECIPIENT
SECURITY PRO,IECT
SERVICE LEVEL AGREEMENT
SUPPLY PROJECT
TECH SUPPORT
TEMPORARY HELP - DATA ENTRY
TEMPORARY HELP - I/O
TRACS FINANCIAL SYSTEM
TRAINING
UAR PROJECT
W.I.T.S.
UNIDENTIFIED

TOTAL

$10,000

$100,000
$1,000

$155,000

0.00 I $634,000 I 0.00

$86,000

$131,000

1.501 $139,200

$01 0.001$2,849,5ool-"r:sOr$139,2001 "4.001$250,000
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A. MANAGEMENT PERSONNEL
, 'ASSISTANT DIRECTOR I 1.001 $67,214

763831 EDP MGR IV 26
56231 ADOT INFO SERVo MGR 26

763821 EDP MGR III 25

III. STAFFING

~ ....·...2····f·····>····F_»~H~/ ../F?··18 ..··········i~S·/:···,······ ..········~~r·iliElA!'4NlJALiFIEfAiNUAli ·FJ~·:ntAN~OA4:;[::fT§::::>;~~:::n·::

763661 EDP SYS PROG MGR II 241 I I 1.00
MANAGER ISP
ASST SUPT FOR ADMIN 23

76381 I. EDP MGR II 23
73154IADMIN SRVC OFF IV 23

I 12291 EDP COMP OP MGR II 231 1.001 $48,279
76359 EDP SYS PROJ MGR 22 3.00 $138,004

·UI TAX SYS DVLP COORD
763331 EDP PROG ANAL III 20
761191 EXECUTIVE ASSISTANT 20
122421 EDP CaMP OPER III 15

$61,340

1.00
1.00

$55,656
$50,000

1.00 $46,471

TOTAL 5.001 $253,4971 1.00 I $61,3401 2.00 I $105,6561 0.00 $01 1.00 I $46,471

--~~-~~-----.~~_._-
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B. SYSTEMS PROGRAMMING
(SEE SECTION E. TECH. SUPPORn

C. APPLICATIONS PROGRAMMING
76366 EDP SYST PROG MGR II 24
76365 EDP SYST PROG MGR I 23
76359 EDP SYS PROJ MGR 22 3.00 $135,690 2.00 $91,942 2.00 $88,876
76358 EDP SYS ANAL II 21
76334 EDP SYS PROJ LOR 21 8.00 $313,054 3.00 $114,970 8.00 $328,505 2.00 $85,605
76333 EDP PROG ANAL III 20 13.00 $457,423 6.00 $191,781 20.00 $653,940 1.00 $32,395 2.00 $68,380
31066 EDP DATA BASE SPEC I 20 1.00 $40,017
76391 EDP MGMT INFO SPEC 19 2.00 $52,378 1.00 $26,3l4
76332 EDP PROG ANAL II 19 8.00 $236,021 2.00 $58,150 8.00 $243,151 3.00 $95,531
73222 MANAGEMENT ANALYST II 18
73114 PROG 8, PROJ SPC I 18
76331 EDP PROG ANAL I 17 2.00 $45,376 1.00 $24,957
73122 ADMIN. ASST. II 15
7633) EDP PROG ANAL TR 14
31212 ADM SECYII 13
31103 INFO pnoc SPEC III 13 1.00 $17,452
12263 EDP AUX OPER II 13
31211 ADM SECYI 12
31102 INFO pnoc SPEC II 11
12262 EDP AUX OPER I 11
31204 CLERK TYPIST II 9
31101 INFO PROC SPEC I 9

TOTAL 37.00 $1,279,959 11.00 $364,901 40.00 $1,361,294 4.00 $146,228 7.00 $249,516
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III. STAFFING

li..iiK\W\;;':llllli!JIllliii.i.i ~~~l:~::~~=~~~~~~.i;=i~~~oli.'ii

D. DATA BASE
I 310691 EDP DATA BASE MGR 24

763421 EDP TECH SUPP SPEC III 23
763551 EDP DATA BASE SPEC 22
76341 1EDP TECH SUPP SPEC II 22
310681 EDP DATA BA SPEC III 22
763341 EDP SYS PROJ LEADER 21
310671 EDP DATA BA SPEC II 21
763331 EDP PROG ANAL III 20
310661 EDP DATA BA SPEC I 20
76391 LEDP MGMT INFO SPEC 19
76332l EDP PROG ANAL II 19

TOTAL

E. TECHNICAL SUPPORT
I 763661 EDP TECH SUPP MGR II 24

763431 EDP TECH SUPP MGR 24
1.001 $48,970

I I
t---~ -

1.001 $36,5751 1.001 $35,000 1.00 $36,575 1.00 $36,575 2.00 $88,n7

- - $36,6831.00
1.001 $31,0001 1.001 $35~7571 2.ooj $62,000

------

~ .. --~--~

1.001 $32,395
1.00 $28,097

I I I
1.00 $25,182

1.UU I :li~~,llo I I ---I 1.001 $29,71 51 1.00 1 $32,279
1.00 $25,182

1.001 $28,747

=] 2.ooh7,5311.00 I $22,68~1 I I I

1.00 I $20,49"1. --- _._------ --i.ool $21,337731221 ADMIN ASST II 15
732211 MANAGEMENT ANAL! 16
73123IADMIN ASST. III 17
76331 IEDP PROG ANAL I 17

12281 EDP COMP OP SUPV II 1~~I-I__-+1 _
73222 MANAGEMENT ANAL II 18
12243 EDP COMP OPER ANAL II 18

76391 EDP MGMT INFO SPEC 19
76332 EDP PROG ANAL II Hi' I ~ . I I

763331 EDP PROG ANAL III 20
76340 IEDP TECH SU SPEC 1 20
76361 IEDP PLANNING ANAL I 20
763341 EDP SYS PROJ LOR 21

763411 EDP TECH SU SPEC II 22
763591 EDP SYS PROJ MGR 22

732231 MANAGEMENT ANAL III 20

763421 EDP TECH SU SPEC III 23

731211ADMIN ASST I 13
122731 EDP LIB CTL CO III 12

.. l31102 ~INFOPROC SPEC II 11
.001 89 !f.-1JiIIO.a!&6._ _
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763421 EDP TECH SUPP SPEC III 23

· - -03/25192 I

76341 IEDP TECH SUPP SPEC II 22 1.00 1 $46,513

~~~: ~g~ +~t.~ ~~~~ ~:E~ III ~I I I--+I---!I I I I 1 I 1
31047 EDP TEtE SUPP SPEC II 20
76340 EDP TECH SUPP SPEC I 20
12631 COMMUNICATIONSANAL 20
31046 EDP TEtE SUPP SPEC I 19
73114 PROG. &. PROJ. SPEC I 18
31029 EDP D C NTWK ANAL 18
73123 ADMIN. ASST. III 17
12280 1EDP COMP OP SUPV I 17
12259 EDP TEtE MAINT TECH II 17
12258 EDP TELE MAINT TECH I 16
731211ADMIN ASST. I 13
312061 SECRETARY 11
312051 CLERK TYPIST III 11
31301 1SWITCHBOARD OPER I 8

TOTAL

2.00 I $70,405

3.00 I $116.918

1.001 $20,194

1.001 520.194

1.001 $28,097

1.00 I $28.097
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G. OPERATIONS (PAGE 1 OF 2\
12291 EDP CaMP OP MGR II 23
76341 EDP TECH SU SPEC II 22
12290 EDP CaMP OP MGR I 22 1.00 $35,560
76334 EDP SYS PROJ LEADER 21
12282 EDP CaMP OP SUPV III 21
76333 EDP PROG ANALYST III 20
12281 EDP CaMP OP SUPV II 19 1.00 $25,675
31097 EDP CaMP OP SCHED II 18
31029 EDP D C NTWK ANAL 18
122n EDP OP CTRL SUPV III 18
12~~ ~DP CaMP OP ANAL II 18 1.00 $23,238
1223> EDP PROD CTRL SUPV 18

1--34555 BUILDING MAINT SPEC 17
12280 EDP CaMP OP SUPV I 17 2.00 $50,855 1.00 $24,366 1.00 $24,3)3
12244 EDP CaMP OP AN I 17 5.00 $113,523
12223 DATA ENTRY SUPV III 17
12276 EDP OP CTRL SUPV II 16
12222 DATA ENTRY SUPV II 16 1.00 $22,381
73122 ADMIN ASST II 15
31028 EDP D C NTWK OPER 15
12242 EDP CaMP OP III 15 3.00 $58449 4.00 $86700 1.00 $19872 1.00 $15330

--~------------~---
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G. OPERATIONS (PAGE 2 OF 2)
31221 ADMIN BUPP SUPV I 14
12275 EDP OP GTRL SUPV I 14 2.00 $37,286
12221 DATA ENTRY SUPV I 14
73121 ADMIN. ASST. I 13
31103 INFO PROC SPEC III 13
12263 EDP AUX EQUIP OPER II 13 1.00 $21,911
12241 EDP COMP OP II 13 5.00 $90,027 2.00 $35,070
33007 REV CTf~l FIS SRV TECH II 12
12273 EDP LIB CTl CO III 12
33005 REV CTRl SUPV I 11
31205 CLERK TYPIST III 11
31102 INFO PROC SPEC II 11

12272 EDP LIB CTl CO II 11 1.00 $17,913
12240 EDPCOMPOPI 11 1.00 $15,330
12213 DATA ENTRY OP IV 11 1.00 $20,856
33006 REV CTRl FIS SRV TECH I 10
12271 EDP LIB CTl CO I 10 2.00 $32,729
32591 DRIVER 9
31101 INFO pnoc SPEC I 9
12212 DATA ENTRY OP III 9 4.00 $62,465
31203 CLERK TYPIST I 8
12211 DATA ENTRYOP II 8
12210 DATA ENTRY OP I 6

TOTAL 19.00 $388,708 1.00 $21,911 18.00 $363,715 1.00 $19,872 2.00 $39,633
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H. ADMINISTRATION (PAGE 1 OF 2)
I 763851 EDP PLANNING ANAL 23

763651 EDP SYST PROG MGR I 23
761871 FIN CONSULTANT III 23
~~154 ADMIN SVCS OFF IV 23

76359 EDP SYST PROJ MGR 22
76341 EDP TECH SUPP SPEC II 221 2.00
731531 ADMIN SVCS OFF III 22

$96,869

76882/ PLANNER III 21
f-.

763341 EDP PROJECT LEADER 21
731521ADMIN SVCS OFF II 21
310671 EDP DATA BS SPEC II 211 1.00
76361 1EDP PLANNING AN I 20

$46,728

'76340 1EDP TECH SUPP SPEC I 20 1 1.00
763331 EDP PROG ANAL III 20 1 1.00
736221 TRAINING OFF II 20

$31,000
$39,682

1.00 $31,000

73301 IEXEC CONSULTANT I 20
732231 MANAGEMENT ANAL III 20
731191 EXEC. STAFF ASST. 20

1.00
1.00

$41,508
$40,339

76881/ PLANNER II 19
763911 EDP MGMTINFO SPEC 19
763321 EDP PROG ANAL II 19

I 762~_1 FISCAL SVCS SPEC V 19
76151 ADMIN SVCS OFF I 19
73621 ITRAINING OFF I 19
731151 PROG &PROJ SPC II 19 1.00 $29,583

--------- -_a __
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$16,357
$16,821
$15,5311 1.00

1.00
1.00

4.00 I $103,97718

III 1.001 $22,688
:T III 17
;PEC 16

16 1.00 $23,831.__.._....
16
15 1.00 $18,555

.... , III

14
13

........ 13
:Y II 13

13rn I f 1.001 $15,531
11

76331 IEDP PROG ANAL I

311031 INFO PAOC SPEC III
312111ADMINSECYI

1-320021 ACCOUNTING TECH II

. .···';;,'ljl§lj,ll;;' m;tm;II'i!;I~;~il~t;'XJ~w..~1=,~~w..~'li=jl~~.~~GriZflij~~"i~~~w:~
H. ADMINISTRATION (PAGE 2 OF 2)

1732221 MANAGEMENT ANAL II

SECREIARYII
SECRETARY I

312061 SECRETARY
31205 CLERK i"YPI~T III
31102 INFO PR'::::'O-=C:'::S:'::P":EC':-::II---:-'~.If---+I----tl

312041 CLERK riPIST II
31101 I INFO PROC SPEC I

CLERICAL POOL

TOTAl

AGENCY TOTAL
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III. STAFFING
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I. CONSULTANTS (PAGE 1 OF 2)
ADMIN SUPPORT
AFIS (ISP)
ALTCS
AUTOMATED TECHNOLOGY LAB
BHMIS DEVELOPMENT
BUDGET PREPARATION PROJECT
BUSINESS RECOVERY PLANNING
BUSINESS SYSTEMS PROJECT
CAPITAL EQUIPMENT PROJECT
CERTIFICATION/DOCUMENTATION
CLAIMS AND ENCOUNTERS
COMMUNICATIONS
CONTROL
DATABASE
DEATH PROJECT
ENGINEERING - UPS &DIESEL
ENTERPRISE
FINANCIAL, URlQA
GIS PROJECT SYSTEM
HEALTH PLAN
!::lIGH INT DRUG TRAFF AREA (HIDTA)
IMS UPDATE (TWO PHASES)
INFOCENTER

2.001 $182,352
I I I I

$230,500
$27,386

I __I
$115,500

$28,160
4.001_ $362,608

-----

7.00 $1,040,664

2.00 $178,160
5.00 $683!296

1-____ I
$138,477

I u J
2.001 $226,368 -

3.001 $373,088
"- -~

$22,400
"

INFO MGMTJCASE MGMT I 7.00 I $691,680
MCS INFO SERVICES

---------~---------
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III. STAFFING

liiP.ROJECmS[1IM'
---------~--------03/25192 I

1.00 I $178,160

······.::::: .. O()C:;·.
<FTE <ANNUAL <FTE

I. CONSULTANTS (PAGE 2 OF 2)
MGMT: S&P,DA1ABASE,TECH SUPP
MICROFICHE $3,000
~VD (ABANDON VEH)

MVD (COMM DRIVERS Lie) I I I I I I I I I I I
M~ (DRIVERS LICENSE)
MVD (MANDATORY INS)
~VD rr~RGETS)
MVD (TITLE AND REG)
NETWORKING
OPERATIONS
PECOS HIGHWAY MGMT SYSTEM

4.001 $148,670
$9,000

PROVIDER,REF,SSR,SECURITY
RECIPIENT
SECURITY PROJECT
SERVICE LEVEL AGREEMENT
SUPPLY PROJECT
TECH SUPPORT

1.001 $127,856
6.00 1 $726,264

$27,386

$27,386

TEMPORARY HELP - DATA ENTRY
TEMPORARY HE LP - I/O
TRACS FINANCIAL SYSTEM
TRAINING
UAR PROJECT $44,241
W.I.T.S.
UNIDENTIFIED

TOTAL 44.001$4,919,1661 0.00 $01 0.001 $523,5361 0.001 $137,9001 0.001 $12,000
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A. MANAGEMENT PERSONNEL
i i ASSISTANT DIRECTOR

763831 EDP MGR IV 26
56231 ADOT INFO SERVo MGR 26

763821 EDP MGR III 25
76366/ EDP SYS PROG MGR II 24

MANAGER ISP

I liST SUPT FOR ADMIN 23) I I 1.00I $50,OO<! I I I I I I I I I
76381 EDP MGR II 23
73154 ADMIN SRVC OFF IV 23

~?2911_EDP COMP OP MGR II 23
76359 EDP SYS PROJ MGR 22

UI TAX SYS DVLP COORD
763331 EDP PROG ANAL III 20
761191 EXECUTIVE ASSISTANT 20
122421 EDP COMP OPER III 15

TOTAL

1.00 I $43,268

1.001 $18,833

2.00 I -$68,833 r1.OOr·$43,268

1.00I $47,500

1.00I $34,886

1.00 I $34,8861 1.00 I $47,500

---------~---------
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III. STAFFING

03/25/92

Page 111-33

B. SYSTEMS PROGRAMMING
(SEE SECTION E. TECH. SUPPORT)

C. APPLICATIONS PROGRAMMING
I 763661 EDP SYST PROG MGR II 24

763651 EDP SYST PROG MGR I 23
763591 EDP SYS PROJ MGR 22
763581 EDP SYS ANAL II 21
763341 EDP SYS PROJ LOR 21
763331 EDP PROG ANAL III 20
310661 EDP DATA BASE SPEC I 20
763911 EDP M~MT INFO SPEC 19
76332 EDP PROG ANAL II 19
732221 MANAGJ:MENT ANALYST II 18
73114 PROG & PROJ SPC I 18
76331 IEDP PROG ANAL I 17
73122 1ADMIN. ASST. II 15
7633> 1EDP PROG ANAL TR 14
312121ADMSECYII 13
311031 INFO PRCC SPEC III 13
122631 EDP AUX OPER II 13
312111ADM SEGY I 12
31102 INFO PROC SPEC II 11
12262 EDP AUX OPER I 11
31204 ICLERK tyPIST II 9
31101 IINFO PROC SPEC I 9

TOTAL

1.00I $37,000
1.001 $31,500

1.001 $36,040 I 2.00 1$58,150I 1.00I· $28,400

1.00 I $36,040 I 2.00 I $58,150I 3.00 I $96,900
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III. STAFFING
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D. DATA BASE
31069 EDP DATA BASE MGR 24
76342 EDP TECH SUPP SPEC III 23
76355 EDP DATA BASE SPEC 22

i----.

EDP TECH SUPP SPEC II76341 22
31068 EDP DATA BA SPEC III 22
76334 EDP SYS PROJ LEADER 21
31067 EDP DATA BA SPEC II 21
76333 EDP PROG ANAL III 20
31066 EDP DATA BA SPEC I 20
76391 EDP MGMT INFO SPEC 19
76332 EDP PROG ANAL II 19

TOTAL

E. TECHNICAL SUPPORT
76366 EDP TECH SUPP MGR II 24
76343 EDP TECH SUPP MGR 24
76342 EDP TECH SU SPEC III 23
76359 EDP SYS PROJ MGR 22

-

76341 EDP TECH SU SPEC II 22
76358 EDP SYS ANAL II 21

76334 EDP SYS PROJ LOR 21
76361 EDP PLANNING ANAL I 20
76340 EDP TECH SU SPEC 1 20 1.00 $32,395 1.00 $39,000
76333 EDP PROG ANAL III 20
73223 f-MANAGEMENT ANAL III 20

76391 EDP MGMT INFO SPEC 19--
EDP PROG ANAL II 19 1.00 $28,40076332

12281 EDP COMP OP SUPV II 19
73222 MANAGEMENT ANAL II 18

12243 EDP COMP OPER ANAL II 18
76331 EDP PROG ANAL I 17
73123 ADMIN ASST. III 17
73221 -MANAGEMENT ANAL I 16
73122 ADMIN-ASST II 15
73121 ADMIN ASST I 13

-12273 EDP LIB CTL CO III 12
31102 INFO PROC SPEC II 11

.~= 1iiiI4iIt S6~0.-. T<l.l4.L - - ..a-.1.00S:l?~ .D.oo ___ -Ii'" 0.0(1_ tlil..!-ii. I,.... - - .... - - -
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III. STAFFING

Q .•••.•••.••...•• :: •••••.•: :·:.i).• ·.:: .•• ;.INS••:.:...•••:.:.·.·::···::··· .
ANNUAL .FTE . ANNUAL

F. TELECOMMUNICATIONS SUPPORT
I 763431 EDP TECH SUPP MGR 24

763421 EDP TECH SUPP SPEC III 23
76341 EDP TECH SUPP SPEC II 22
31049 EDP TRE SUPP MGR 22
310481 EDP TELE SUPP SPEC III 21
310471 EDP TELE SUPP SPEC II 20
76340 I EDP TECH SUPP SPEC I 20
12631 1COMMUNICAnONS ANAL 20
310461 EDP TEtE SUPP SPEC I 19
731141 PROG. &PROJ. SPEC I 18
31029) EDP D G NTWKANAL 18

- 03/25192

Page 111-35

73123 ADMIN. ASST. III 17

12280 EDP COMP OP SUPV I 171 I I I I I I I I I I 1.001 $27,000
12259 EDP TELE MAINT TECH II 17
122581 EDP TElE MAINT TECH I 16
73121IADMINii\SST.1 13
31206\ SECRETARY 11
312051 CLERK TYPIST III 11
313011 SWITCHBOARD OPER I 8

TOTAL I I I I I I I I I r ----I~.ool $27.000
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III. STAFFING

.•••....•..•.•>•.•..<••.••••<••••••••.•.•.••« .••••••.··/<···············.·./·.I .....• ~+~ •••r~~NU~l.IF~:f'+=~~+l~f±...i~~R+-'I-"-::~~~~~@§;:;:.~;.;¥.ff4 ANNUAL

23
763411 EDP TECH SU SPEC It 22
12290 1EDP COMP OP MGR I 22
763341 EDP SYS PROJ LEADER 21
122821 EDP COMP OP SUPV III 21
763331 EDP PROG ANALYST III 20
12281 I EDP COMP OP SUPV II 19
310971 EDP COMP OP SCHED II 18
310291 EDP D C NlWKANAL 18
122n I EDP OP CTRL SUPV III 18
122431 EDP COMP OP ANAL II 18
1223> I EDP PROD CTRL SUPV 18
345551 BUILDING MAINT SPEC 17
12280 I EDP COMP OP SUPV I 17
122441 EDP COMP OPAN I 17
122231 DATA ENTRY SUPV III 17
122761 EDP OP CTRL SUPV II 16
122221 DATA ENTRY SUPV It 16
731221 ADMIN ASST II 15
310281 EDP 0 C NlWKOPER 15

I 12242· EDP COMP OP III 15 1.001 $18.555

-------------------
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III. STAFFING
Page 111-37

y .......

G. OPERATIONS (PAGE 2 OF 2\
31221 ADMIN SUPP SUPV I 14
12275 EDP OP CTRL SUPV I 14
12221 DATA ENTRY SUPV I 14
73121 ADMIN: ASST. I 13 1.00 $16,834
31103 INFO PII~OC SPEC III 13 1.00 $17,452
12263 EDP AUX EQUIP OPER II 13 1.00 $15,223
12241 EDPCOMPOPII 13 2.00 $42,500

1-33007 REV CTRl FIS SRV TECH II 12
12273 EDP LIB CTL c6111 12
33005 REV CTRL SUPV I 11
312~ CLERK TYPIST III 11

INFO Pf~OC SPEC II
-

2.00 $32,04031102 11
12272 EDP LIB CTL CO II 11
12240 EDPCOMPOPI 11 1.00 $18,000
12213 DATA ENTRY OP IV 11
33006 REVC1RLFIS SRVTECH I 10
12271 EDP LIB CTL CO I 10
32591 DRIVEfI: 9
31101 INFO P'lOC SPEC I 9 1.00 $14,662
12212 DATA ENTRY OP III 9
31203 CLERK TYPIST I 8
12211 DATA ENTRY OP II 8
12210 DATA ENTRY OP I 6

TOTAL 2.00 $32,114 2.00 $32,040 3.00 $50,612 3.00 $60,500
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f-76365 1EDP SYST PROG MGR I 23

H. ADMINISTRATION (PAGE 1 OF 2)
I 763851 EDP PLANNING ANAL 23

76187/ FIN CONSULTANT III 23
731541 ADMIN SVCS OFF IV 23
763591 EDP SYST PROJ MGR 22
76341/ EDP TECH SUPP SPEC II 22
73153IADMINSVCSOFFIII 221 1 1 I 1 1 1 I 1 I 1 I 1
768821 PLANNER III 21
763341 EDP PROJECT LEADER 21
731521 ADMIN SVCS OFF II 21
31067 EDP DATA BS SPEC II 21 1 I 1 I I 1 1 I 1 I 1 I 1
76361 EDP PLANNING AN I 20
76~ EDP TECH SUPP SPEC I 20 1 I 1 1 I 1 'I 1 I 'I 1
76333 EDP PROG ANAL III 20
736221 TRAINING OFF II 20
733011 EXEC CONSULTANT I 20
732231 MANAGEMENT ANAL III 20
731191 EXEC. STAFF ASST. 20
768811 PLANNER II 19
76391 1EDP MGMT INFO SPEC 19
76332/ EDP PROG ANAL II 19

1.001 $25,182

~62051~FISC2AL S'v{;S SPEC V 19
76151 ADMIN SVCS OFF I 19

1-73621 1TRAINING OFF I 19
73115/ PROG & PROJ SPC II 19

----------------~--



-------------------
I\u··pROjI3QmSLiIM~ INFORMA nON RESOURCE MANAGEMENT SURVEY

III. STAFFING

03125/92

Page 111-39

731231 ADMIN ASSTIII 17

1~+¥~~~q.c.;;::±):§)~)UQ··A<P.<g<q.·· 12§±4-~~~2.P·~~~~~g@~~~~
==~=~~:.=:.:..::~I~·..:.-.F~TE~:CAE~NU=A=L=-.··I ~~p=;.;~=CJ.:c:;:=~=::..;=~=

76310 ITRAINING SPEC 16
73221 MANAGEMENT ANAL I 16
312221 ADMIN SUPP SUPV II 16
73122 ADMIN ASST II 15
21213 ADMIN SECY III 14
731211 ADMIN ASST I 13
32003 ACCTG TECH III 13
31212 ADMIN1;ECY II 13
311 031 INFO PROC SPEC III 13
312111ADMIN SECY I 12
320021 ACCOUNTING TECH II 11

SECRETARY II
SECRETARY I

312061 SECRETARY 11
31205 ICLERK TYPIST III 11
3110211NFO PROC SPEC II 11
312041 CLERK TYPIST II 9
31101 IINFO PROC SPEC I 9
122111 DATA ENTRY OPER II 8
31202 1CLERICAL ASSISTANT 7

CLERICAL POOL

lOlAL-~·~···· --I --I 1 1 I I I 1.001 $25,182

5.00 I $107,500

1.00 I $23,000

1.751 $25,000

7.151$155,500

AGENCY TOTAL 3.001 $64,5091 4.001 $100,8731 1.001 $43,2681 2.001 $61,2221 6.001 $143,648117.751 $454,800
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I. CONSULTANTS (PAGE 1 OF 2)
ADMIN SUPPORT
AFIS-(ISP)
ALTCS
AUTOMATED TECHNOLOGY LAB
BHMIS DEVELOPMENT
BUDGET PREPARATION PROJECT
BUSINESS RECOVERY PLANNING
BUSINESS SYSTEMS PROJECT

INFORMATlON RESOURCE MANAGEMENT SURVEY

III. STAFFING

03/'25192

Page 111-40

CAPITAL EQUIPMENT PROJECT I I t I t I I I I I I I I
CERTIFICATION/OOCUMENTATION
CLAIMS AND ENCOUNTERS
COMMUNICATIONS
CONTROL
DATABASE
DEATH PROJECT
ENGINEERING - UPS & DIESEL
ENTERPRISE
FINANCIAL, UR/QA
GIS PROJECT SYSTEM
HEALTH PLAN
HIGH INT DRUG TRAFF AREA CHIDTA)
IMS UPDATE (TWO PHASES)
iNFO CENTER
INFO MGMTA:;ASE MGMT
MCS INFO SERVICES

1.00 I $86,000

-------------------
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III. STAFFING

Q . .. . . NS···· ··············P-AMI::II:ISH·.:<}>::.< ;::::::::;:::::;:;:;{:::::.;}::}:;::::::::::::-;:. ::;}):::::~ '-II.::: -.,: }f·;:

ANNUALFTE<·· ANNUAL iF <<ANNUAL

I. CONSULTANTS (PAGE 2 OF 2)
MGMT: S&P,DATABASE,TECH SUPP
MICROFICHE
MVD (ABANDON VEH)
MVD (COMM DRIVERS lIC)
MVD (DRIVERS LICENSE)
MVD (MANDATORY INS)

MVD (TARGETS) I I I
MVD (TITLE AND REG) I I I I I I I I I I
NElWORKING
OPERATIONS
PECOS HIGHWAY MGMT SYSTEM
PROVIDER,REF,SSR,SECURITY
RECIPIENT
SECURITY PRO.jECT
SERVICE LEVEL AGREEMENT
SUPPLY PROJECT
TECH SUPPORl
TEMPORARY HELP - DATA ENTRY
TEMPORARY HELP - I/O

i:~~~~NANCII\L SYSTEM I I I I I I I I I I I I I
UAR PROJECT
W.I.T.S.
UNIDENTIFIED

TOTAL 0.00 $01 0.00 $01 0.00 $01 0.00 $01 0.00 $0 I" 1.0DI $86,000
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VII. FACILITIES
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Page VII-1

•.•••. >< .... >/•..<DfSPECIAL.IZEDEQUlpMENT·t···:}:t·.······..•··•
····•···• •••·AREA«ANNUAU ......ELECT.BACKUP/FIREPHOJ;tt.UISECllRHY•.

SOFT»· RENT:t<VAGEN·· ···t-iALON.SPR1NKUCARI)<YQQMB.

$351,3341 300.00

$237,2041 YES

$176,1001 330.00
$77,583

$173,855

$656,609

$91,300
$138,556
$255,200

$79,1561 YES
$5,775

YES

YES
YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

YES

21 YES

YES

YES

37.5
5

56.25

$36,000
$144,000

$40,700

$77,506
$143,858

$262,113
$35,885

$2,750
$355,861

$427,538

$569,987

$180,000

$221.364

DOA W.ADAMS 1510 92.00 16,600
W. ADAMS (ISP) 1616 34.00 7,053 1*
W.ADAMS 1616 58.50 15,687

AGENCY TOTAL 184.50 39,340

DES N.CENTRAL 3443 144.00 19,023
S. 17TH AVE. 517 23.00 2,800
W. MCDOWELL 2222 0.00 2501*
W. MADISON 1720 151.00 32351 *,

AGENCY TOTAL 318.00 54,424

DOT N. BLK CAN HWY 19601 9.00 8,300 *
S. 17TH AVE 206 70.00 12,596 *
S. 46TH ST. 2612 52.00 23,200 *
W.JACKSON 1739 29.00 7,196 *
W. JEFFERSON 1801 5.00 525 *

AGENCY TOTAL 165.00 51,817

DOR W. MONROE 1600 150.00 26,416

DPS N. 20TH AVE. 2310 56.00 21,5641*

AHC E. JEFFERSON 801 33 4,000
E. JEFFERSON 701 117 16,000

AGENCY TOTAL 150.00 20,000

DOC W. JEFFERSON 1601 21.00 3,700· *

DHS BIRCH HALL 30000j 7,0461*
W.ADAMS 1740 57.00 13078 *,

AGENCY TOTAL 87.00 20.124

"n"l'nJIIIIII'm"~t~nllJ",~"nt- - - - - - - - - - _,_
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VII. FACILITIES

-
···························.···.·.».<i.O.·•• SPE01Al.IZEO.EQUIPMENT/;\···»> .07Ci ....

<~~}~> 1«> <J\~~~~L,ltS~~T·IBJ\~'5.~.p I<.:·~~I R~j~HQ_.:\i;:;i"i~FqyF;lln:'l,;+

LND W.ADAMS 1616 20.50 8,050 $58,3621 30.00

DWR S. 15TH AVE 15 17.00 7,000 $88,760

G/F W. GREENWAY 2221 17.75 2,800 $18,000

ACC W. WASHINGTON 1200 2.00 350 $3,150

ROC W. WASHINGTON 800 6.00 1,489 $20,102

BNK 3.00 402 $4,173

INS N. 3RD ST. 3030 1.00 441 $5,513

lIQ W. WASHINGTON 800 4.00 500 $6,750

TOTAL 1,202.75 258,417 $2,889,546

* Annual rent estimated at $11.00 per square foot

YES

21 YES

YES I YES

YES I YES

YES

YES

YES

YES
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VIII. FINANCIAL (ESTIMATED ANNUAL COST)

03/25/92

PageVlIl-1

~ HAFlDWARESQr;TWARE.PERSONNEl. FACILITIES CONSSER\I~UPPLlE~::QTHER·.·naEV.FUND=TOTAL>I

Dept. of Administration
DataCenter $5,831,997 $1,814,775 $5,141,770 $350,000 $634,000 $367,865 $462,989 ($14,603,396
Info. Systems Planning $24,900 $1,607,800 $77,583 * $790,000 $153,200 $2,522,400 $5,175,883

Dept. of Economic Security $12,225,900 $2,631,400 $10,634,300 $656,609 * $437,000 $1,157,900 $1,246,300 $28,989,409

Dept. of Transportation $7,670,647 $1,739,295 $5,851,148 $569,987 * $2,800,000 $273,866 $2,286,800 $21,191,743

Dept. of Revenue $2,428,985 $658,000 $3,800,000 $351,334 $139,200 $140,000 $720,000 $75,000 $8,312,519

Dept. of Pubic Safety $570,000 $685,000 $2,286,500 $237,204 * $98,200 $34,000 $26,000 $13,000 $3,949,904

AHCCCS $746,200 $156,700 $3,772,800 $180,000 $5,421,900 $561,600 $6,981,000 $17,820,200

Dept. of Corrections $107,964 $686,600 $40,700 * $29,228 $156,708 $1,882,800 $2,904,000

Dept. of Health Servbes $407,529 $175,200 $2,747,100 $221,364 * $523,500 $127,180 $61,480 $131,800 $4,395,153

land $235,907 $19,845 $685,125 $58,362 $137,900 $25,000 $12,960 $1,175,099

Dept. of Water Resources $332,518 $285,367 $673,144 $88,760 $12,000 $50,000 $51,600 $2,000 $1,495,389

Registrar of Contractors $48,701 $13,802 $178,124 $20,102 $260,729

Corporation Commission $50,000 $15,000 $62,000 $4,400 $2,000 $220,000 $353,400

Banking $18,800 $4,300 $79,346 $4,173 $5,000 $89,600 $201,219

liquor licensing $5,000 $124,074 $6,750 $5,000 $140,824

Insurance $747,100 $40,000 $54,750 $5,513 $10,800 $126,200 $984,363

Gametflsh $85,800 $28,600 $512,028 $18,000 $86,000 $13,000 $56,000 $60,000 $859,428

TOTAL $31,537,948 $8,267,284 $38,896,609 $2,890,841 $10,642,700 $2,081,539 $5,145,637 ($1,253,296 $98,209,262

* Facilities cost estimated at $11.00 per square foot

-------------------
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NO

E. FORMALIZED DEVELOPMENT METHODOLOGY ..
······,;:,' ••:.;/:::.<i)'::<'<.•·..• ···· ::....:•...:•.~

F. FORMALIZED OPERATIONS STANDARDS

NO
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II. PERSONAL COMPUTERS & LANS

(DES) Department of Economic Security
DIvn of Business & Finance West NovelVNetware 1991 35 IPX
Divn of Business & Finance 1717 W. Jeff. Novell/Netware 1991 40 IPX
Divn of Business & Finance Equip. & Purch. Novell/Netware 1991 10 IPX
Divn of Business & Finance Accounting Novell/Netware 1990 8 IPX
DIvn of Developmental Dlsabll. West NovelVNetware 1988 25 IPX
Divn of Emplmt & Rehab Servo West Novell/Netware 1988 70 IPX
Divn of Emplmt & Rehab Servo West Novell/Netware 1984 30 IPX
Divn of Emplmt & Rehab Servo Maricopa Novell/Netware 1984 25 IPX
Olvn of Emplmt. & Rehab Servo Maricopa NovelllNetware 1984 25 IPX
Divn of Emplmt. & Rehab Servo Phoenix Novell/Netware 1984 11 IPX
Divn of Emplmt. &Rehab Servo Navajo Novell/Netware 1984 17 IPX
Divn of Emplmt. & Rehab Servo Pima Novell/Netware 1984 26 IPX
Divn of Emplmt. & Rehab Servo Pima Novell/Netware 1984 6 IPX
Divn of Emplmt. & Rehab Servo Pima BanynNines 1984 8 Vines-IP
Divn of Emplmt. & Rehab Servo Yuma Novell/Netware 1984 8 IPX
Divn of Emplmt & Rehab Servo centralAZ Novell/Netware 1984 10 IPX
Divn of Emplmt. & Rehab Servo Northern AZ Novell/Netware 1984 14 IPX
Divn of Emplmt. & Rehab Servo Unempl. Ins. Sun/Sun/OS 1989 6 Ethernet
Divn of Family Support Encanto Novell/Netware 1991 140 IPX
Dlvn of Family Support Training Nove II/Netware 1987 26 IPX
Divn of Family Support Kingman Novell/Netware 1990 12 IPX
Divn of Family Support Flagstaff Novell/Netware 1990 13 IPX
Divn of Family Support Yuma Novell/Netware 1990 12 IPX
Dlvn of Family Support Florence NovelVNetware 1990 12 IPX
Divn of Family Support Safford Novell/Netware 1990 4 IPX
Divn of Family Support Tucson Novell/Netware 1991 60 IPX
Divn of Family Support Phoenix Novell/Netware 1988 10 IPX
Dlvn of Family Support DES West Noveil/Netware 1991 60 IPX
Divn of Family Support DES West Novell/Netware 1985 24 IPX
Divn of Management Review Oft. of Spc!. Invest. Novell/Netware 1990 2 IPX
Divn of Social Services Aging & Adult Admin Novell/Netware 1988 28 IPX
Divn of Social Services Child. Youth & Families Novell/Netware 1991 40 IPX
Divn of Social Services Medical & Dental Prog Novell/Netware 1987 40 IPX
Office of Budget Policy Plan. & Proj. Ct!. Novell/Netware 1991 60 IPX
Office of Budget Policy Fam. Investment Initiative Novell/Netware 1990 24 IPX
Office of Data Admin.lntegerate Sys. Dev. & Supp Novell/Netware 1988 40 IPX
Office of Data Admin. Integerate Sys. Dev. & Supp f-'N..;,.o:c.;v:..:;e..;,.I1/<..;.N.:..:e;.;,tw~ar=e+-__1.:..:99:..::....;.1-+-__==-1O':+I:.;..P.:..;X ---J

TOTAL 37 991

(DHS) Department of Health Services
Office of the Director
Administrative Applications Management
Adm. Appl. MgmVlnfo Center
Southern AZ Mental Health center
Behavioral Health Services - Birch Hall
Behavioral Health Services - Birch Hall
State Laboratory Services
Family Health Services
Disease Prevention Services
Emerg. Med. Serv./Health Care Licensure

TOTAL

Novell/Netware
Novell/Netware
NoveIl/Netware
Novell/Netware
Novell/Netware
DCA
Novell/Netware
Novell/Netware
Xenix
Novell/Netware

10

1991
1989
1990
1988
1988
1988
1987
1990
1991
1988

20 IPX
26 IPX
16 IPX
24 IPX
72 IPX
72 SNA Gateway
29 IPX

120 IPX
39 TCP/IP

200 IPX
618

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
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II. PERSONAL COMPUTERS & LANS

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

(DOn Department of Transportation
Admin. Servo DIY. 1739 W. Jackson Phx.
Admin. Servo Div. 206 S. 17th Ave. Phx.
Admin. Servo Div. 1655 W. Jackson Phx.
Admin. Servo Div. 1801 W. Jefferson Phx.
Highways DIY 1221 S. 2nd Ave. Tuc.
Highways Div 2602 S. 46th St. Phx.
Highways Div 1221 N. 22nd Ave. Phx.
AZ Highways Mag. 2031 W. Lewis Phx.
Motor Vechlcle DIY. 1600 W. Grand Ave. Phx.
MVD - Enterprise 1-17 Beardsley Phx.
Aeronautics Div. 2612 S. 46th St. Phx.

TOTAL

(DOC) Department of Corrections
AZ ST Prison Eyman
AZ ST Prison Perryville Admin.
AZ ST Prison Perryville Warehouse
AZ ST Prison Fort Grant
AZ ST Prison Tucson Santa Rita
AZ ST Prison Tucson Echo
AZ ST Prison Tucson Admin.
AZ ST Prison Winslow
AZ ST Prison Yuma
Central Office Administration
Central Office Human Resource/Dev.
Central Office Contracts
Central Office Inspection & Invest.
Tucson Training
Community Services

TOTAL

(ACC) Arizona Corporation Commission
Utilities Division
Legal Division
Securities Division

TOTAL

TOTAL

(GIF) Game & Fish
Mesa
Phoenix

TOTAL

NoveIVNetware
Novell/Netware
Novell/Netware
Novell/Netware
NoveIVNetware
Novell/Netware
Novell/Netware
Novell/Netware
NoveIVNetware
IBM/OS2LAN
A Ie/Mac OS

11

Novell/Netware
Novell/Netware
Novell/Netware
Novell/Netware
Artisoft/Lan tast
ArtisoftJLantast
Artisoft/Lan tast
Novell/Netware
Novell/Netware
Novell/Netware
Novell/Netware
Novell/Netware
Novell/Netware
Novell/Netware
Novell/Netware

15

Novell/Netware
Novell/Netware
Novell/Netware

3

NBI
Prime/OS

2

BanyanNines
Ban anNines

2

1989
1990
1990
1990
1990
1989
1991
1988
1989
1991
1984

1991
1991
1991
1991
1988
1987
1989
1991
1987
1991
1991
1989
1989
1990
1989

1989
1991
1991

1985
1989

1987
1988

71 IPX
19 IPX
14 IPX
6 IPX

19 IPX
45 IPX

6 IPX
38 IPX
18 IPX
19 NetBEUI
19 A leTalk

274

32 IPX
4 IPX
9 IPX

21 IPX
13 NetBIOS
8 NetBIOS
3 NetBIOS

33 lPX
16 IPX
36 IPX
51 IPX

9 IPX
9 IPX
9 IPX
8 IPX

261

62 IPX
35 IPX
28 IPX

125

30
1

31

8 Vines-IP
45 Vines-IP
53

Pa e2



Paae 3

37 991

10 618

11 274

15 261

3 125

2 31

2 53

2 486

1 55

3 154

1 13
87 3061

BanyanNInes 1987 38 IPX
Banya.nNines 1987 22 IPX
BanyanNines 1987 85 IPX
BanyanNines 1987 49 IPX
BanyanNInes 1987 181 IPX
BanyanNines 1987 52 IPX
BanvanNines 1987 59 IPX

2 486

Prime/OS unknown 55 TCP/IP
1 55

3Com/3+ Shan 1984 69 XNS
3Com/3+ Shan 1987 80 XNS
3Com/3+ SharE 1988 5 XNS

3 154

Novell/Netware 1990 13 IPX
1 13

TOTAL

TOTAL

TOTAL

{LND)Land Department

(BNK) Banking Department
TOTAL

(DOR) Department of Revenue
Director's Office
Administrative Services Division
Data Management Division
Property Evaluation & Equalization Div.
Tax Enforcement DMslon
Taxpayer Support & Ed, Servo Div.
Fiscal

(DPS) Department of Public Safety
Compound
Operations
Financial Recovery

TOTAL
CDOR) Department of Revenue

TOTAL
rLND)Land Department

(GtF) Game & Fish

TOTAL
COPS} Department of Public Safety

TOTAL
rBNK) Banking Department

TOTAL

SUMMARY
(DES) Department of Economic Security

TOTAL
(DHS) Department of Health Services

TOTAL
(DOn Department of Transportation

TOTAL
(DOC) Department of Corrections

TOTAL
(ACC) Arizona Comoration Commission

TOTAL
(DWR) Department of Water Resources

TOTAL
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II. PERSONAL COMPUTERS & lJ\NS
B. STANO ALONE PC'S

03/25/92

> •••••. ~[)OAoESOOTJ)OR DPSAHC OOCoHS LNo oWR ACCBNKUQ> INS ROcG/r=tOrAI..

* ALR (386 CLASS) 344 16 360
* Amiga 2 2

APPLE 10 82 3 9 7 1 112
* COMPAQ 16 180 663 30 2 107 108 36 24 3 38 1 117 1325

Dutchensteln 12 12

* GRID 3 6 20 6 3 11 3 52
* IBM AT 2 30 3 2 2 39

* IBM XT 3 325 114 80 31 4 1 1 1 5 565
* IBM Othor 50 86 13 201 173 148 4 2 7 684

IDEA COURIER 14 14

* Kaypro 29 29
* Leading.Edge 14 14

Macintosh 14 1 10 25

* NEC 1 9 10

* Tandy 2 3 10 15

* Toshiba 56 9 3 68

* Wang 43 100 143

* ZENITH 1350 23 150 38 5 9 1575
Other 47 12 7 13 2 1 4 86

TOTAL 88 1901 1148 205 314 100 430 607 55 56 12 59 3 15 1 136 5130
* = IBM Compatible
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II. PERSONAL COMPUTERS & LANS
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C. SOFTWARE PRODUCTS
OPERATING SYSTEM

DOS X X
UTILITIES

CARBON COPY X
DESIGN CAD X
FGASTBACK X X
FLOWCHART III X
IBM FTIERM X
MICROSOFT C COMPILER X
NORTON X X
PC TOOLS X X
SPSS X
WINDOWS X X
XTREE GOLD X

WORD PROCESSING
WORD X
WORDPERFECT X X

SPREADSHEET
EXCEL X
LOTUS X X
aUATRO PRO X X

DATABASE
DBASE III X X
FOXBASE PLUS X
FOXPRO X
ORACLE X
PARADOX X X

DESKTOP PUBLISHING
DRAWPERFECT X
HARVARD GRAPHICS X X
PAGEMAKER X
WORDPERFECT X

-------------------



-------------------
1•••••••••••••••F'••R••~.a •• ~.~.7E: ••·.$..m.I.M.•I•••···.·.,

I
II. PERSONAL COMPUTERS & LANS
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o. PERPHERALEQUWMENT
PRINTERS

EPSON 6 6
HP LASERJET 7 7
HP f>AINTJET 1 1
IBM GRAPHICS 1 1
IBM LASER 1 1
IBM XL24 13 13
OKIOATA 2 2

TOTAL 31 0 0 0 0 0 0 0 0 0 0 0 31




