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Committee in session at 7:45 a.m. Senator Floyd R. Lamb was
in the Chair.

PRESENT: Senator Floyd R. Lamb, Chairman (absent during part of voting)
Senator James I. Gibson, Vice Chairman
Senator Eugene V. Echols
Senator Norman D. Glaser (absent during part of voting)
Senator Thomas R.C. Wilson (absent during part of votlng)
Senator Lawrence E. Jacobsen
Senator Clifford E. McCorkle (absent during part of voting)

ABSENT: None

OTHERS Ronald W. Sparks, Chief Fiscal Analyst
PRESENT: Eugene Pieretti, Deputy Fiscal Analyst
Howard Barrett, Budget Director
Jean Ross, Budget Analyst
Senator James Kosinski
James Wittenberg, Administrator, Personnel Division
Paul Cohen, Administrative Health Services Officer
John Rice, Assoc1ated Press
Cy Ryan, United Press

(SEE ATTACHMENT A FOR OTHERS PRESENT)

ADMINISTRATION — PERSONNEL DIVISION - Page 57

James Wittenberg, Administrator, Personnel Division, introduced
this budget, describing functions and programs of his division.
He reported that 12 percent of the State's work force are ethnic
minorities, 3 or 4 percent are handicapped, 46 percent are women.
He requested that a new position be added to Classification where
they have not added employees to this section for 4 or 5 years.

Senator Lamb asked if Mr. Wittenberg looked at performance as well
as classification of employees. Mr. Wittenberg answered that they
look at performance, but not through classification.

Senator Lamb asked if performance was a fairly "gray" area. Mr.
Wittenberg said performance, in terms of the direct performance
evaluation, comes from within the agency; supervisors evaluate
the performance of employees. He said performance standards and
the performance evaluation process is his responsibility.

Senator Jacobsen questioned the value of training. He noted that
$6,000 out of $10,000 was spent on training during last session.
He asked if additional training would be done during this session.
Mr., Wittenberg said yes, they would like to increase management
training because presently they do not do enough of this type of
training. He said the results of a recent survey of agencies
showed there is a lack of training provided by the Personnel Divi-
sion.

Senator Jacobsen remarked that when people are hired, they should
already be trained. Mr., Wittenberg said he thinks a certain level
of training is reasonable; people have weaknesses in certain areas.
He said people brought in at the trainee level lack supervisory ex-
perience. He said there is a central training center in his agency.
Employees from other agencies come there for certain training.

Senator Jacobsen asked if employees are tested after they are
trained, Mr. Wittenberg said no; evaluation is left up to the
agency supervisors.

Senator Wilson asked how the Training and Productivity section re-
lates to merit salary increases and other rewards for good perfor-
mance. Mr, Wittenberg said the productivity section has been in-
volved in the merit salary increase reform project. He said last
session when 4 new employees were added to the productivity section,
he had stated there would be a 3 to 1 return on this investment. He
said presently they have achieved just under a million dollars
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savings; the majority of savings came from eliminating positions.
Mr. Wittenberg described productivity studies in greater detail.

He stated that about $88,000 was saved in classification reductions.

Senator Lamb asked how many people work in State government. Mr.
Wittenberg answered about 8,600. He said the savings realized
from productivity studies came from a much smaller group, about
1,600 people. He said 19 positions have been eliminated so far.

Senator Lamb asked how many people were eliminated from the High-
way Department a couple of years ago during their layoff. Mr.
Wittenberg said 200 people. Senator Lamb said he heard the High-
way Department did not even feel this reduction. Mr. Wittenberg
said they have not been able to review the Highway Department.

Senator Jacobsen asked how many applications are on file. Mr.
Wittenberg said 2,500 people applied for jobs last year.

Senator McCorkle asked what the difference is between a produc-
tivity study and a performance audit done by the Audit Division.
Mr. Wittenberg said Mr. Crossley's approach is different from
the Personnel Division's reviews. He said Mr. Crossley has re-
ported that there are no "teeth" in the Audit Division's recom-
mendations; the agencies may or may not implement audit recom-
mendations. Mr, Wittenberg said an audit can be the same as a
productivity study.

Senator McCorkle asked who could better do these studies, the
Audit Division or Personnel Division. Mr. Wittenberg said this
mechanism should be in the executive branch; it ties in closely
with classification and budget functions. Senator McCorkle re-
marked he would rather it be a legislative function than an exec-
utive function.

'Senator Gibson said he believes there is a difference between the

two personnel reviews: the Personnel Division looks at personnel
use and classification; a performance audit tries to determine
whether the agency is doing its job. He said years ago the legis-
lature tried performance audits and got into a difficult relation-
ship with the executive branch; they decided it was better not to
do it. ’

Senator Wilson said he sees nothing inconsistent about management
having its own productivity study in the scope of effective manage-
ment.

-Mr. Wittenberg said he feels productivity studies are important

S Form 63

and have paid off somewhere between a 5 to 1 and a 10 to 1 return.
He said he feels it is useful to have a third party review agen-
cies to provide more objectivity in reviewing departments.

Senator Jacobsen asked if Personnel Division is involved in taking
care of high turnover problems. Mr. Wittenberg said when there is
high turnover, they look at the reason people are leaving. They
obtain this information through exit interviews. He said they try
to pinpoint the problem and resolve it. Mr. Wittenberg said many
times the problem is an ineffective supervisor. He said some work-
ing environments, such as prisons, which had about 25 percent turn-
over last year, will always have a high turnover. He said turnover
is one variable considered in productivity studies. Fifteen years
ago the average turnover in the state was 45 percent; the current
average turnover is about 18 or 19 percent, being up 3 or 4 percent
in the past 2 or 3 years.

Senator Wilson asked what is the Employees Relation Officer. Mr.
Wittenberg replied that this is a position obtained through a fede-
ral grant about one year ago to centralize the employee/employer
relations function in the Personnel Division. He said he -probably
should have requested this position during the last session. He
stressed the importance of this position in maintaining good em-
ployer/employee relations.
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Senator McCorkle asked how many new authorized positions were
created during the last legislative session. Mr. Barrett said
about 300-400.

Senator McCorkle asked if eliminating 20 people by means of pro-
ductivity studies while adding 300 to 400 employees really showed
efficiency. Mr. Wittenberg said these are two different issues.
Mr. Wittenberg said the productivity studies have saved the State
money, and he thinks they should be continued, including the re-
view of federally funded agencies, not only agencies funded by
the General Fund.

Senator McCorkle suggested that if efforts were put into not au-
thorizing some of the new positions, time and money would be saved
that is now used to do productivity studies. Mr. Wittenberg said
it is difficult to challenge "paper" programs which present ratio-
nales for new positions, whereas it is easy to evaluate existing
programs.

Senator McCorkle asked if an effort is made to identify agencies
with excess people one or two years after new positions are added.
Mr. Wittenberg said they have not done this in the past few years
due to method of funding; most grants come from federally funded
agencies which they cannot go into. He said he is proposing a
method by which federally funded agencies can be reviewed by means
of productivity studies.

Senator McCorkle asked Mr, Wittenberg why he cannot review federally
funded agencies. Senator Lamb remarked that Mr. Wittenberg hires
the federally funded personnel, He asked if after an employee is
placed is that the end of Mr. Wittenberg's jurisdiction. Mr. Wit-
tenberg said, with regard to productivity studies, they could not
use the General Fund monies for productivity studies to review
agencies funded by the federal government; this would have been a
violation of legislative intent. He said in all other personnel
areas they can go into federally funded agencies.

Senator Lamb remarked that he believes the Personnel Division could
have also reviewed federally funded agencies through productivity
studies. Mr. Wittenberg said perhaps he interpreted legislative
intent incorrectly; he would like to go into federally funded agen-
cies,

Senator Lamb commented that the Finance Committee a couple of years
ago forced the Personnel Divsiion to stop receiving applications for
jobs which were not open, which resulted in a considerable savings.
Mr. Wittenberg agreed with Senator Lamb.

Senator Lamb said Mr. Wittenberg should have the right to review

- any agency. Mr, Wittenberg said Mr. Bible, the Assembly Legisla-
tive Analyst, has the opposite opinion; he has been critical of
the Personnel Division's productivity studies of agencies which
are not totally funded by the General Fund. Mr. Sparks supported
Mr. Wittenberg's statement saying that legislative intent restricted
productivity studies to agencies funded by the General Fund.

Mr, Wittenberg reported problems that occurred with regard to pro-
ductivity studies. Staff had to be trained which lost time; there
was high turnover. The director was killed and about 4 months e-
lapsed before he was replaced. Mr, Wittenberg pointed out that in
spite of these difficulties a.considerable savings was realized.

Senator Wilson asked if there is a policy reason why legislative in-
tent cannot be expressed that productivity studies go into federally
funded agencies. '

Senator Kosinski said,regarding legislative intent, prior .to last
session there was a small federal grant on which the Personnel Di-
vision was relying for conducting some productivity studies. Dur-
ing the last session, Senator Kosinski reported that he developed
increased funding for that program with Mr. Wittenberg and Ways and
Means agreed to additional funding. In a conference meeting the

Finance Committee agreed. He said when they developed the program
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S Form 63 ‘#ho %




inutes of the Nevada St egislature
Cb:jle Comumittee on....._@ ................. @ Q (*’ 3_
1979 -

Dilte’ Apr 1 l 2
Page: 4

they based it on only general fund agencies. Senator Kosinski said
they did intend to limit reviews to general fund agencies.

Senator Wilson said the Committee ought to make a suitable expres-
sion of intent so that Mr. Wittenberg does not have this limitation
next biennium.

Senator McCorkle asked where the money is in the budget for produc-
tivity studies. Mr. Wittenberg said it is in the Training and Pro-
ductivity section (bottom of page 59).

Senator Jacobsen asked if the 56 CETA employees in the Highway De-
partment were the Personnel Division's recommendation. Mr. Barrett
said no; these were requests from Highway and among CETA employees
they were among the most productive.

Senator Glaser asked if Mr. Wittenberg goes into non-general fund
agencies, will he need additional staff.

Mr. Wittenberg said Personnel cut 13 percent of the Department of
Taxation's staff, which was not liked by the Department of Taxation's
administration. The Department disagreed with Personnel's recommen-
dations.

Senator McCorkle asked if it is difficult to eliminate classified
positions. Mr. Wittenberg said no; regarding the example of the
Department of Taxation, people were able to be moved into other
positions. No one was laid off or forced out.

Senator Lamb asked how many more people would be needed if produc-
tivity studies were done in all agen01es‘ Mr. Wittenberg said he
will submit this information.

Mr. Barrett remarked that an error was made in the Personnel Divi-
sion budget. A payroll assessment amount was supposed to be made

to cover the entire cost of the payroll. He reminded the Committee
that last year Personnel had to come to Interim Finance because new
payroll costs were more than anticipated. He said he wanted the pay-
roll costs to be completely self-supporting so that none of the .9
percent that is supposed to go for regular personnel services had

to go to support the payroll. This was not done and the agencies

are not billed in their budgets for payroll assessmentat the amount
necessary to fully fund the payroll. He recommended that in all -
the agencies' budgets that the .2 percent for payroll assessment be
changed to the .35 percent. He explained that an overall increase
is not needed in any agencies' budgets because the amount the agen-
cies were being billed for unemployment was .4 percent of the pay-
roll and can be reduced to .25 percent of payroll. There would still
be enough in the unemployment account to pay for unemployment. He
said they would like to make these adjustments retroactively to
January 1, 1979.

Senator Jacobsen asked about Contractual Services. Mr. Wittenberg
said the $75,000 the agencies requested included $10,000 for a
hearings officer, $20,000 for an administrative judge for a more
formalized collective bargaining process, and $10,000 for produc-
tivity if special assistance was needed. He said his budget for
contract services will be very tight. He anticipates a large expense
for advertising in the coming biennium. He had $10,000 for adver-
tising and spent $20,000 (last biennium), He said they have tried
to make the hearings as efficient as possible.

Mr. Barrett said the entire operating category is extremely tight
due to the error he reported earlier.

Senator Jacobsen asked why there is a large increase in Data Pro-
cessing. Mr. Barrett replied that the work program figure is much
too low and will have to be increased.

Senator McCorkle asked if legislétive action was needed toadjust
salaries sufficiently to attract quality people. Mr. Wittenberg
said he thinks he has it now and does not need legislative action.

?»;ak OO
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Mr, Wittenberg commented that the problem in the Rehabilitation
Division was not only due to salaries. He mentioned that his Di-
vision could have ‘acted more quickly.

ZERO BASE BUDGET - PERSONNEL DIVISION

Mr. Wittenberg described the preparation of a zero base budget which
involved about 450 hours of staff time. (See Research Library for a
copy’ of zero-base budget for 1980-81.)

Senator Lamb asked for an explanation of what zero base budgeting
does. Senator Kosinski said the intent was to give the two money
committees in the legislature a tool for making priority decisions.
He said there is a problem with the zero base budgets being presented
by the Personnel and Health Divisions. He said the document should
be about twelve pages or less so money committees can use them to
make priority rankings. He said the zero base budgets submitted are
of little or no value. He said a decision needs to be made about
whether zero base budgeting should be pursued.

Senator Lamb asked Mr. Barrett his opinion on zero base budgeting.
Mr. Barrett replied that he felt, with a new staff and new governor,
he had not wanted to go through a new budget format at the same time.

Senator Lamb asked what are the advantages and disadvantages of zero
base budgeting. Mr. Barrett said zero base budgeting is supposed to
be able to isolate various decision units so the legislature can
make priority decisions. He added that the legislators know enough
about an agency to set their own priorities and do not need a finely
discriminating document. He said the budget format is only as good
as it is understandable for the legislators. He said he will put
the budget in any form the legislators want, so that they can under-
stand it.

Mr. Sparks said that what has been submitted is the basic format of
zero base budgeting but the quality of the work is.not good. He
added that the agencies did not have enough time to do a quality

job and that his office should have monitored the divisions involved
more closely. He said the zero base budget should be developed at
the same time as the regular budget. He said the big advantage of
zero base budgeting is that it does allow more people in the agency
to be involved in budget preparation and the decision-making process.
He said zero base budgeting forces this, but does not necessarily
have to be the tool to accomplish participation.

Senator Wilson said he feels that zero base budgeting should be
given a chance on a test basis to see if it has merit. He said
the legislature needs to provide guidance in the making of a zero
base budget.

Senator McCorkle referred the Committee to an example of the kind

of information zero base budgeting should provide (see Attachment B).
He said the Georgia system took 4 months to implement; the Divisions
asked to zero base budget had 1-1/2 months., He said there was not
enough time to do this properly, and he encouraged the Committee

to try this again during the next biennium.

Mr. Sparks susggested the same divisions that prepared zero base
budgets this time (Personnel, Health, University) be the ones to
prepare them during the coming biennium. .He stated they have al-
ready had some experience.

Senator Gibson commented that zero base budgeting forces a review
of the whole agency, to see whether the agency is meeting present
needs and if needs that the agency was originally based on, still
exist.

Paul Cohen, Administrative Health Services Officer, Health Division,
reported on the advantages of preparing the zero based budget for
his Division (see Research Library for co of Health Division's
1980-1981 zero base budget). He said in their document they tried
to justify each of their functions. He feels zero base budgeting
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can be done. Mr. Cohen said they did have a problem with regard

to having multiple funding sources. He said the recommendation of
spending a lower amount of money for a program could result in a
greater expenditure from the general fund. He mentioned that an
autocratically-run department would not function well with zero
base budgeting; zero base budgeting requires participation by staff.
He said he strongly supports zero base budgeting. Mr. Wittenberg
concurred. Mr. Cohen said that an agency would only need to pro-
duce a zero base budget every 6 to 8 years, supplying a line item
budget during the interim.

Senator Lamb asked Mr. Wittenberg if someone is trying to get his
job. Mr. Wittenberg said he has heard that. He said he would like
to think it is because he is doing his job; he said the productivity
reviews created some "deep wounds". He said he has also been in
other altercations but he believes it related to one productivity
study in particular.

INTERGOVERNMENTAL PERSONNEL - Page 62

Mr. Wittenberg introduced this budget. He testified that this is
a very good program.

Senator Gibson asked how many members are on the committee. Mr.
Wittenberg said 7 are from local governments.

Senator McCorkle asked why local entities cannot perform these
functions without the federal government. Mr. Wittenberg said
there are areas of the program which are not funded. Also, the
local entities need the resources to experiment with to show a
payoff before presenting it to their own governmental bodies for
funding. He said this is a primary purpose of Intergovernmental
Personnel Act.

Senator McCorkle asked if this is a seed money program or an on-
going program. Mr. Wittenberg said it is. ongoing, but for dif-
ferent projects. It is seed in the sense that they try a par-
ticular project. He said sometimes they perform a one-shot ser-
vice for a community; a service which would not have otherwise
been funded.

ADMINISTRATION - PERSONNEL DIVISION - Page 58

Senator Gibson asked what is the difference between the personnel
assessment and a payroll assessment, Mr, Barret said the person-
nel assessment is .9 percent of everybody's payroll. The payroll
assessment is new and is on just those agencies that are on the
state payroll; this is .2 percent now and he wants to raise it

to .35 percent and reduce the unemployment compensation assess-
ment from .4 to .25.

Senator Gibson asked if raising this amount takes adjustment of
statutes. Mr, Sparks said no.

Mr. Barrett requested a letter of intent that they can make the
assessment changes retroactively.

Senator Glaser moved that the payroll
assessment be adjusted to .35

Seconded by Senator Gibson.
Motion carried.
Senator Echols absent,

Senator Lamb said the Committee will write a letter of intent to
Mr. Barrett.

Senator Gibson moved to reduce In-State
Travel to $16,000 each year of the biennium.
Seconded by Senator Jacobsen,

Motion carried. Pl bY

S Form.63 Senator Echols absent. p— 2
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(Administration-Personnel Division - budget action continued)

Senator McCorkle moved to reduce Print and

Duplicating costs to $55,000 each year of

the biennium.

Seconded by Senator Glaser.
Mr. Barrett remarked that there is a newsletter that is printed
6 times a year. The only other major printing is job announce-
ments which are necessary.
Senator McCorkle asked if the newsletter can be printed on news-
print. Mr. Barrettt said yes, and a little money might be saved.
Mr. Wittenberg reported other printed items. He said there is
lots of duplication costs in recruitment and advertising.
Senator Lamb asked if he can live with an allocation of $55,000.
Mr. Wittenberg said yes; but if there is a recruitment problem,
they will need extra money.

Senator McCorkle remarked that the purpose in making the reduc-
tion is to reduce quantity and quality of paper.

Senator Lamb called for a vote on the motion.
Motion carried.
Senators Glaser and Echols ébsent.

Senator Gibson moved that this budget
be approved as amended.

Seconded by Senator McCorkle.
Motion carried.
Senators Glaser, Echols, and Wilson absent.

INTERGOVERNMENTAL PERSONNEL -~ Page 62

Senator Gibson moved that this budget be approved.
Seconded by Senator Jacobsen.

Motion carried.

Senators Glaser, Echols, and Wilson absent.

COOPERATIVE PERSONNEL SERVICES -~ Page 65

Senator Gibson moved that this budget be approved.
Seconded by Senator Jacobsen.

Motion carried.

Senators Glaser, Echols,and Wilson absent.

BUREAU OF COMMUNITY HEALTH SERVICES - Page 250

Senator Jacobsen moved to reduce Training
to $5,000 each year of the biennium.

Seconded by Senator Glaser.
Motion carried.

Senators Echols, Wilson and McCorkle absent.

(Committee Minutes)
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(Bureau of Community Health Services-budget action continued)

Senator Glaser moved to reduce In-State
Travel to $35,000 the first year of the
biennium and $38,000 the second year.
Seconded by Senator Jacobsen.

Senator Lamb voted no.

Motion carried.

Senators Echols, McCorkle absent.

Senator Jacobsen moved to reduce Out-of-State
Travel to $500 each year of the biennium.

Seconded by Senator Gibson.
Motion carried.
Senators Echols, McCorkle absent.

Senator Gibson moved that this budget
be approved as amended.

Seconded by Senator Jacobsen.
Motion carried.
Senators Echols, McCorkle absent.

TUBERCULOSIS - Page 254

Mr. Barrett mentionad thata supplemental of $42,400 on page A23
related to this budget. Mr. Pieretti added that SB 328, which
has already been passed by the Committee, relates to this budget.
Senator Gibson moved that this budget be approved.
Seconded by Senator Wilson.
Motion carried.

Senator Echols absent.

VENEREAL DISEASE PROGRAM - Page 280

Mr. Sparks explained there is an adjustment in this program due to
receiving additional federal monies; the General Fund will be de-
creased accordingly. He said the budget should further be adjusted
by altering the Management Assistant I and the Communications Disease
Officer salaries; the salaries listed are the salaries they would re-
ceive after the legislative pay raise is approved.

These salaries should be moved back to the current classified salary
levels. If the salary increases are approved, the money will be
partly paid by the federal government and partly by the State. Mr.
Sparks continued that the General Fund should be reduced to $78,712
the first year and $83,796 the second year.

Senator Gibson moved to amend the budget according
to Mr. Sparks testimony; reducing this budget to
to $78,712 the first year of the biennium and to
$83,796 the second year. ;
Seconded by Senator Glaser.

Motion carried.

Senator Echols absent.
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(Venereal Disease Program - budget action continued)

Senator Jacobsen moved to reduce Out-of-State
Travel to $750 each year of the biennium.

Seconded by Senator McCorkle.
Motion carried.
Senator Echols absent.

Senator Gibson moved that this budget be
be approved as amended.

Seconded by Senator Glaser.
Motion carried.
Senator Echols absent.

EMERGENCY MEDICAL SERVICES - Page 287

Senator McCorkle asked if the Fleischmann money is not approved,
will General Fund money be used to replace it; or will the program
be dropped. Mr. Sparks said it will be dropped.

Senator Glaser moved that this budget be approved.

Seconded by Senator Jacobsen.

Motion carried.

Senators Lamb and Echols absent.

IMMUNIZATION PROGRAM -~ Page 290

Senator McCorkle moved to reduce Print and
Duplicating costs to $3,500 each year of
the biennium.

Seconded by Senator Jacobsen.

Senator Wilson questioned reducing communication expense since
public information is necessary for this service.

Senators Wilson, Glaser and Gibson voted no.
Motion did not carry.
Senators Lamb and Echols absent.

Senator Glaser moved that this budget
be approved as amended.

Seconded by Senator Wilson,
Motion carried.

Senator Echols absent.

AB 294 Appropriation to drivers' license division of
department of motor vehicles for employment of
additional personnel.

Senator Lamb announced that the Assembly has refused to concur
with the Senate amendment, He asked the Committee if they wanted
to recede from their amendment.

Senator Gibson said he felt they should maintain their position
which is consistent with the budget on the licensing division.

(Committee Minutes)
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(AB 294 - bill action continued)

Senator Lamb said he originally voted against the amendment and he
will be consistent with his former position.

Senator Glaser moved that the Committee not
recede from their amendment to AB 294.

Seconded by Senator Gibson.
Senator Lamb voted no.
Motion carried.

Senator Echols absent.

The Committee generally discussed the management of zero base
budgeting during the next biennium.

Meeting adjourned at 10:00 a.m.

Respectfully submitted,

A

Secretary

APPROVED:

&l 2t /———

loyd R LamB Chalrman

(Committee Minntes)
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' ATTACHMENT B -

Exhibit 3-1 Georgia State Highway Patrol Decision Package

(1) Package Name
Georgia State Highway Patrol-Field Operation (1 of 5)

(6) Statement of Purpose

ways throughout the State, to prevent, detect and investigate

To patrol the rural and public roads and high
hose charged with committing criminal offenses appertaining

criminal acts, and to arrest and apprehend t
thereto, and to safeguard the lives and property of the public.

1314

(7) Description of Actions (Operations)
Patrol the rural roads of the State and respond to civil unrest. Operat
utilizing a staff of 64 radio-operators, 45 clerk dispatchers, 45 sergeants,
total staff of 581.
. Replace 47 trooper positions with clerk dispatchers or radio operators to perform office duty, at a savings
of $180 thousand.

. Reduce obligated and other service hours (for example: putting mail boxes at each s
having 45 troopers spend one hour each day picking up the mail from the post office,
man hours per year)—implement in FY 1972 rather than waiting until FY 1973,

e 45 patrol posts 365 days per year;
45 corparals and 382 troopers for a

tation, rather than
saves 16 thousand

. Increase preventative patrol 149, over the FY 1971 level.

o e - o —

(8) Achievements from Actions

.Troopef's already pa}troiling t.he roads can react faster to accidents and emergencies than if they were perform-
ing their other duties. The increased free patrol time will improve trooper service, plus reduce the time re-
quired by troopers to answer emergency calls—thus increasing even more the free patrol time available.

(9) Consequences of not Approving Package

The State would not hgve a patrol force to patrol the rural areas nor would local law enforcement agencies
have access to a statewide law enforcement communication network.

FY | FY | FY i 9
{10) Quantitative Package Measures | 1971 1972|1973 ar ':;s?: :::u’z::::d l:; 1 15;2 1 ;;3 7@/ ;YZ
Operate Station Hours 280 | 2861 286 Operational 7005 | 7846 | 7131 91
Obligated Service Hours 191} 163 | 163 Grants
Other Service Hours 175{ 113 | 113 Capital Outlay 110
Preventive Patrol Hours 526 | 703 | 600 Lease Rentals
Total Hours Available 1172 11265 |1162 Total 7115 | 7846 | 7131 91
(Hours in thousands) People (Positions) 586 | 631 581 92
AR S




icense pickup
ion system.
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dictions provide traffic law enforcement in the rural areas.

EX n-““@ 4)4

juris

—

Abolish the Georgia State Patrol and let local .
(1) Local jurisdictions would be deprived of the statewide commun

(2) The mobility of todays population, made possible by the motor vehicle, makes it impossible for local

to deal with traffic law enforcement problems effectively. (3) In cases of civil disorder or natural

method, only 20,610 hours of obligated service will be transferred with these 34 troopers, providing a
disaster, there would not be trained force available to augment local effort other than the National Guard.

net gain of 49,464 hours for preventive patrol (cost $417K)

(3 of 5) Fifty State Troopers for 103 thousand hours of preventive patrol (cost $501K)
Approval of all packages would increase free patrol time 429%, at a 59, increase in cost over FY 1972,

provides 41,229 hours of additional preventive patrol (cost $173K)
and increase free patrol time 909, at a 169, increase in cost over FY 1971).

(5 of 5) Upgrade 45 Trooper positions to corporal positions (cost $25K)

1ons

(Continued)

.
.

dict

(4 of 5) Pay Troopers for overtime rather than giving compensatory time-off—equivalent to 20 troopers,

Not feasible because

{Note

(2 of 5) Reassign 34 troopers from license pickup duties to the State Patrol. By changing the |
juris

e

(13) Alternatives (Different Ways of Performing the Same Function, Activity, or Operation)

(12) Allel;w!ives (Different Levels of Effort) and Cost

Exhibit 3-1

A

>

Considerations that Influence where Decision Packages are Prepared a5

* Substantial differences in the number of dollars and people iden-
tified in decision packages is common, with the minimum level of
cffort for cach activity usually showing more dollars and people
than the additional levels of effort,

08

»
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CONSIDERATIONS THAT INFLUENCE WHERE DECISION
PACKAGES ARE PREPARED

The previous cxamples show a great difference in the type of char-
acteristics possible among decision packages. This wide variation pre-
cludes any rigid set of guidclines that managers can blindly follow and
forces them instead—at the very beginning of the zero-basc budgeting
process—into making decisions as to where packages should be devel-
oped. ITowever, when managers first begin their analyses to prepare
packages at these predetermined organization levels, they may decide
that packages need to be prepared at different organizational levels than
originally anticipated.

The decision package dcfinition in Chapter 1 states that a decision
package will be defined “where discrete picces of an opcration can
have meaningful identification and cvaluation.” But:

* Meaningful to whom?
* Mcaningful at what organizational level?

Decision packages must be meaningful for both those preparing the
packages and those reviewing and cvaluating them. If the packages
initially prepared are summaries of scveral “discrete picces of an
operation” prepared by middle management, top level management may
still be able to make a rcasonably good allocation of resources. How-
ever, unless a detailed analysis of each discrete activity was performed,
regardless of whether this dctailed analysis was displayed in many
separate packages or summarized into only a few, top management will
never know how cost effective cach operation is, and all the. benefits
associated with the participation of the lower level managers who
actually spend the money and perform the function will be lost. The
better approach where possible is to identify. the discrcte activitics
upon which we want to base our analyses, develop decision packages
on these activities, and then make any summaries required when the
volume of packages cxceeds top management’s ability for a detailed
evaluation of each package. (The Gceorgia State Highway Patrol did
not follow this pattern because they did not think it practical in their

P s
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Exhibit 4-1 Decision Package Form
(1) Package Name (2) Agency |(3) Activity Air (4) Organization (5) Rank
Air Quality Laboratory (1 of 3) Health Quality Control Ambient Air 3
(6) Statement of Purpose
Ambient air laboratory analysis must be conducted for identification and evaluation of pollutants by type and
by volume. Sample analysis enables engineers to determine effect of control and permits use of an emergency
warning system. .
{7) Description of Actions (Operations)
Use a central.lab to conduct all sample testing and analysis: 1 Chemist |1, 1 Chemist I, 2 Technicians, and
1 Steno |. This staff could analyze:: and report on a maximum of 37,300 samples. At 37,300 samples per year,
we vyould only‘ s'ample the 5 major urban areas of the State (709 of the population). These 5 people are
required as a minimum to conduct comprehensive sample analysis of even a few samples on a continuous basis.
(8) Achie-verilenfs from Actions
Ambient air laboratory analysis yields valuable information for management and field engineers to enable
them to evaluate effects of the Air Quality Program, identify new or existing pollutants by type and volume,
and maintain an emergency warning system.
(9) Consequences.of not Approving Package
Field engineers would be forced to rely on their portable testing equipment which does not provide the desired
quantitative data (the portable equipmentonly identified pollutants by major type, does not measure particle
size, and does not provide quantitative chemical analyses to determine the specific chemical compounds in
the pollutant), and greatly reduces the effectiveness of the emergency warning system which requires detail
quantitative chemical analyses.
{10) Quantitative FY FY FY |(11) Resources Required | FY | FY | FY % FY
Package Measures 1971 | 1972 1973 ($ in Thousands) 1971(1972{1973 | 73/72
Samples analyzed and reported |38,000}55,000)37,300 Operational 160 | 224 | 140 | 63%
Cost per sample $4.21 1$4.07 | $3.75 Grants
Samples per man hour 3.8 3.9 3.7 Capital Outlay
Lease Rentals
Total 160 | 224 | 140 63%
People (Positions) 5| 7 5| 1%
Manager Bill Jones Prepared By Bill Jones Date 2-22-71 Page 1 of 2
[- ]
N
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Exhibit 4-1 (Continued)
{1} Package Name (2) Agency |(3) Activity Air (4) Organization (5) Rank
Air Quality Laboratory (1 of 3) Health Quality Control Ambient Air 3

(12) Alternatives (Different Levels of Effort) and Cost

Air Quality Laboratory (2 of 3): $61,000—Analyze 27,700 additional samples (totaling 55,000 samples, which
is the current level), thereby determining air quality for 5 additional problem urban areas and 8 other counties
chosen on the basis of worst pollution (covering 809, of the population).

Air Quality Laboratory (3 of 3): $45,000—Analyze 20,000 additional samples (totaling 75,000 samples),
thereby determining air quality for 909, of the population, and leaving only rural areas with little or no
pollution problems unsampled.

69

(13) Alternatives (Different Ways of Performing the Same Function, Activity, or Operation)

1. Contractsample analysis work to Georgia Tech—Cost $6 per sample for a total cost of $224K for analyzing
37,300 samples. Emergency warning system would not be as effective due to their time requirement on
reporting analysis work done by graduate students.

2. Conductsample analysis work entirely in regional locations—cost a total of $506K the first year and $385K

in subsequent years. Specialized equipment must be purchased in the first year for several locations if
central lab is discontinued. Subsequent years would also require lab staffing at several locations at mini-
mum levels which would not fully utilize people.

3. Conduct sample analysis work in central lab for spebial pollutants only, and set up regional labs to reduce
sample mailing costs—cost a total of $305K for analyzing 37,300 samples. Excessive cost would persist due
to minimum lab staffing at several locations in addition to the special central lab.

{14) Source of Funds | FY FY | FY L FY FY | FY | FY FY
($ in Thousands) 1971 | 1972|1973 | 15! ':°l°°f;‘:"d°; F‘T':f” Funds | 197419751976 | 1977 | 1978
Federal 20 24 40 ommiReel By T State
Package*
Operational: Other Total
State 140 | 200 | 100 | Reasons:
Grants: Federal
State
Capital and Federal
Lease State

*Projected if Funds increase or decrease more than 10% from the prior year (FY 1973-FY 1978).




130 anaging the Zero-Base Budgeting Process

fe. It was not meant as a criticism of the managers throughout the
Statc of Georgin who did a most creditable job for their initial zero-base
budgeting cffort.

The following critique was written after many detailed discussions

with managers at all organization levels of the medium and large state
agencics, and has been modified only slightly for clarification purposcs,
with a few references to other chapters of this book added.
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ZERO-BASE BUDGETING CRITIQUE
STATE OF GEORGIA
SEPTEMBER 21, 1971

J. Purposc of Critique

The purpose of this critique was to analyze (1) the impact and
cffcctiveness of zero-base budgeting in the preparation of the FY
@ 1973 cxccutive budget recommendation; (2) the problems en-
. countered; (3) the changes desired to improve the process and the
~  results obtained; and (4) the question of whether this process should
2 be continued.
= II. General Observations
e 1. The conscnsus is that zero-base budgeting can be effective
'™ and should be continued next year.

2. The quality of the decision packages and analysis is generally
“ poor to mediocre (with several notable cxceptions); however,

these results are Detter than anticipated. The zero-base

budgeting process significantly reduced (by about 50%) the
amount of additional funds requested by the agencics, but
aajor_shifts (reductions) from current programs to high

priority new_programs did not takc ce, although there
were_some significant internal shifts within _departments.

In addition, the opportunitics for reducing costs and improv-
ing ecffcctivencss were not adequately identificd and
cvaluated. This was to be expected, and quality improve-
ments will come naturally as agenecy managers continue to
usc this type of analysis. [Author's note: My very critical
obscrvation of poor to mediocre quality of the analysis was
based on Texas Instruments standards, which will probably
never* be achieved across a large government organization.
However, the analysis was significantly better than any done
previously and, after all, Rome was not built in a dayl]

3. Most of the severe problems encountered this year can be
avoided next year becausc of this ycar’s learning expericnce

as well as a few minor changes in the process. Also, the
agencics should then be able to channel their efforts into
improving the quality and depth of analysis.

4. Somc agency managers were negative about zcro-base :’“4
budgcting when they did not get the funds they desired.  *o
5. This critique should be continued by working with cach” ;

ageney to identify those activities and operations that need
substantial analysis and improvement so that the agencies
can direct their efforts toward improving these areas before
starting -hase budgcting next year.
IIL Implementatioy Problems /
A General LCE(LIN—T |

1. There is little incentive in government to be cost cflective,
and most cost savings were made by agency directors or the
Budget Burcau by climinating packages rather than by in-
proving the cffectiveness of the operation.

2. Some managers thought this would be a one-year excereise,
with no budget decisions made from the packages, and
package quality reflected this attitude.

3. Many managers developed their packages and rankings to
protect their pcople.

4. The changes in the budget process every year confuse agency
managers, put them at the bottom of the learning curve,
force revisions in internal planning and control procedures,
and reduce agency commitment to any given procedure.

5. Large agencics and the Budget Bureau had mechanieal
problems of handling and analyzing the large volume of
decision packages. (Next year more packages will be devel-
oped, since managers will do a more detailed analysis and
will expand the process decper into their ficld operations.)

B. Planning: There is a general lack of planning (including
expenditure guidelines) across state government. Thercfore,
some of thc effort that went into zero-basc budgeting was
wasted because some basic policy decisions had not been
made before developing the packages and rankings.

1. Policy decisions made at the Governor's review should have
been made before developing decision packages.

2. Many dccision packages were prepared that had no chance
of being funded.

3. The dollar increments between the various levels of effort
identified for many activitics were too large. These packages
were revised if time permitted, but in many cases the pack-
ages were discarded and arbitrary dccisions were made to
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determine the budget level. For example, an activily might
have three levels of cffort: 80, 105, and 130% of the current
budget level. The 80% level might have been unrealistically
low, with a 90% level being a realistic funding expectation,
and the 130% level being unrealistically high, with 110% being
a realistic level. (This is a common problem regardless of
planing or cxpenditure guidelines, but it can become a
major problem without guidelines, as it was this year in
some agencies.) '

. The 80 and 115% expenditure guidelines were misunderstood

by many agencics, which required that cach activity have a
minimum level of 80% or less, and often had one of the pack-
ages bring the level of effort to 115% (sec Chapter 5 for a
detailed discussion of guidelines and a further explanation
of this problem).

C. Decision Package Formulation
1. Managers spend a great deal of time deciding the activities

around which decision packages should be developed. This
initial determination, with the many false starts and revisions,
took about one month. This should not be a problem next
year since agencies can determine before the start of the
process cxactly where they want packages devcloped—based
on this year’s experience.

. Cost information was poor in many cases for scveral reasons:

-« Budget units encompass too many discrete activities,

which makes cost allocation difficult and time consuming,

¢ Many managers who preparcd packages do not cver sce
budgets or actual costs.

* Not enough detailed cost information. was shown on the
packages to cvaluate the estimates, nor to cvaluate line
items such as travel or equipment purchases—which
can be modificd even if the package is approved.

. Quantitative information was not identified and/or available,

and it will probably take several years to develop adequate
mcasures and data.

. Alternative ways of performing each function were not

adequately identificd or cxamined; many managers did not
scem to consider scriously any type of organizational
changes. '

. Projections are probably not necded on the form sincc less

than 1% of the packages actually commit the state to
increascs in future years that exceed 10% (which was the
guideline for identifying projections). These few packages
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that have projccﬁons can be readily anticipated and identificd

"and reasonable projcctions could still bo made if this section Ay
were not on the form. >
. There was no uniformity of approach in developing decision
packages for similar operations or institutions within cach od

agency, much less among agencics.

D. Ranking _
1. Agencies with large numbers of packages (cxceeding 250~

300) had difficultics in producing a single agency ranking.
This problem was created primarily by sheer volume, but was
compounded by a lack of detailed knowledge and under-
standing of the activities by middle and top level agency
managers, and the lack of an cffective ranking procedure.

. The fragmentation of activitics into detailed functions and

levels of cffort made it difficnlt for top level managers not
intimatcly familiar with cach program to understand cach
package and relate its importance to the program as a whole.

. The final agency rankings were not evaluated or mcasurcd

against any goals or objectives (sinee there was no planning)
to evaluate the impact of various levels of funding, and some
of the funding recommendations seemed to be a package-by-
package accumulation of costs without framework or
dircction.

E. Governor's Review and Budget Burcau Management
1. Some agency- dircetors had the impression that their rank-

ings and prioritics were sacred and were extremely unhappy
about the changes recommended by the Budget Burcau.

. Many agencics were not given cnough lead time before the

Governor’s review to analyze and understand the Budget
Burcau’s questions and rccommendations.

. Packages and rankings were not discussed at all in some

reviews (where the Governor concentrated on  policy
decisions and summary analyses prepared by the Budget
Burcau—which based its analyses on the packages and rank-
ings), and a few agencies had the fecling that zero-base
budgeting was not recally used.

. The computer system had many start-up and maintenance

problems that required a great deal of time from the Budget
Burcau analysts. These problems occurred becausc of the
last minutc hastc in which the system was designed and
programmcd, and will be corrected before the beginning of
zero-basc budgeting next ycar. (Sce Chapter 9 on “Computer
Applications”.)
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EX Higi:

Managing the Zero-Base Budgeting Process

ecommendations for I'Y 1974
A. General

. L

The state nceds to outline a program for a comprchensive
planning, budgeting, and control (detail budgeting, account-
ing, quarterly allotment, performance auditing, etc.) system.
Such a total system would improve the effectivencss of cach
of the parts. There are current efforts in each arca that necd

to be coordinated and planned if they arc to be effective, and -

this planning problem is compounded since several cfforts
arc not in the same stage of development or implementation.
(Sce Chapter 10.)

. The planning and zcro-base budgeting procedures need to

be firmly establislied and maintained for the remainder of
the Governor’s administration. Only minor modifications to
the FY 1973 format and forms are nceded, so that if the
agencies know that the zero-base budgeting process will he
continwed with only minor modifications in format, they can
make their plans accordingly. By the time the next governor
is elected, agencics should produce a good product with
reasonable efficiency, with the process standing a good chance
of being continued in following administrations.

. Programs and budget units need to be redefined in many

agencies.

. The agencies and the Budget Burcau nced a compatible

computer system to handle the volume of data and analyscs.
This systein must mect internal agency needs, with the agency
programn fecding the Budget Burcau system. This system
should also be compatible with the total planning, budgeting,
and control concept. (Sce Chapter 9.)

B. Planning
1. Therc necds to be formal planning before zero-base budget-

ing to set basic priori'i- < and policy decisions and provide
agencics with an anticipated funding range.

. The anticipated funding range should reflect the established

prioritics, have a 5 to 10% range, yct neither guarantec any
agency the lower limit of the range if it cannot be justified
by the decision packages nor limit the agencies from request-
ing an amount in cxcess of the upper limit of the range.

. This planning process nceds to be kept simple so that we

do not develop a full PPB system, which is being abandoned
by most states. (Sce Chapter 8.)

4. The agencics should be allowed to present their program

objectives to the Governor, using discussions and reviews

——re m e e ety - o

rather than long text presentation as much as possible. The
Governor can then establish his priorities, policy dccisions,
and anticipated funding ranges. We must then ensure that

the agencies establish internal planning poliey and guide- :\

lines for the managers who will be preparing and ranking: 3

" decision packages.
C. Decision Packages

1. Packages should bc formatted to include detail cost infor-
mation: personal services (salaries, benefits) plus operating
expenses by account (19 accounts). This information can be
computerized to producc the detailed budgets for the
agencies as well as the Budget Burcan, with the exception
of the dctail for personal services that can be provided to a
large degree from computer printouts of the mcrit system.

2. Morc wnmiformity in package preparation, measures  of
effcctiveness, and so on, can be achieved through Budget
Bureau coordination and internal ageney planning and
management.

D. Ranking

1. The organizational level within each agency to which the
rankings are consolidated needs to vary by agency, depend-
ing primarily on volume of packages. The volume problem
experienced this year can be readily solved by stopping the
consolidation of rankings at a manageable lcvel, such as
program or department. Agency managers can then spend
their time reviewing these rankings, can identify their
prioritics among departments or programs, and can cstablish
the cutoff lcvels for cach ranking for scveral predeterinined
levels of agency funding (corresponding to guidclines, goal
expenditure level, cte.). This process will take about half as
much time as physically merging all packages yet will not
force the Governor to make trade-offs among 350 scparate
rankings, since each agency will have made these trade-off
analyses and rccommendations for the Governor’s review.
The final funding level can then be cstablished, at one of
the predetermined levcls or some different funding level, with
any desired modifications in packages and rankings.

2. More emphasis needs to be given to evaluating the impact
that various funding levels have on program goals and
objectives.

E. Governor’s Review and Budget Bureau Management

1. The procedures to be followed in preparing the FY 1974

budget need to be established before January 1972 and com-
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! municated to the agencies so that they can prepare internally whether it wants to contiﬁuc the process the following ycar (with
- and (l?vclop t'hc nceessary planning and computer aids. modifications). To date, in industry and government, the organizations
2. The Governor’s review time can be shortened because of the have wanted to continue the process the second year for three reasons: .7
b~ planning process and the greatly improved quality of dceision (1) the analysis and results of the first year’s effort nceded improvement;”
= packages and rankings anticipated. A formal sccond review (2) managers had not really learned the process and the type of nnalysisE\ 2
- for all agencies probably will not be needed. required was not an ingrained way of thinking; and (3) many depart-
= 3. If the detail costing is shown on each package, the time ments wanted to cxpand the pr'occss deeper into their operations,
@ e required for this final step can be greatly shortened. especially field operations.
Wi, Conclusion However, once these quality and lcarning problems were overcome or

In summary, we believe that the pain and anxieties experienced this
year can be greatly reduced in future years with the continuance
of zero-base bndgeting integrated with an  cffective planning
process; and that grcat improvement in quality can reasonably be.
expected through the natural lecarning process and the improve-

substantially reduced through a repcat of the process the sccond ycar,
mauagcrs‘\verc again uncertain as to the need of repeating the process
every year. The following questions and comments have been raised
during discussions with department managers, and illustrate legitimate
concerns supporting both sides of the question as to whether zero-base

ments in ageney and Budget Burcau management and analysis that
will come with expericence.

(End of Critique)

Before you get discouraged and decide that no process, however
beneficial, is worth these problems, remember that most of these
problems are inherent in the organization itself. If an organization has
such internal management shortcomings, the zero-base budgeting process
will rapidly surface them and provide a mechanism for solution. These
organizations also have a great need for an cffective management
process, and zero-base budgeting can have a significaut impact on and
achieve considcrable improvement in cfficiency and cffectiveness, al-
though the cxperience may be somewhat traumatic in the beginning.
Small organizations, or well managed large organizations, can achicve
exccllent results the first year and can avoid most of the problems
identified. ‘

ing zcro-base budgcting is the one that has the greatest nced for zero-
hase budgcting. r

SHOULD ZERO-BASE BUDGETING BE DONE EVERY YEAR?

L]
This ‘question is a common topic of discussion for which there is no
siimple yes or no answer, During the critique of the first year’s imple-
mentation of zero-base budgeting, cach organization will determine

The organization that would have the greatest problem in implement-

budgeting should or should not be done every ycar:

1. Arguments against yearly repetition.

e The major benefit is achieved the first year by taking a look at all

activitics, so why do it again?

We will just get the same packages every year.

* Programs do not change that much so we do not nced ycarly revicws.

The budget process is not the only way programs are revicwed, so

programs get reviewed ycarly even if we do not repeat zero-base

budgeting.

o Is the cxtra cffort really worth the added bencfit every year, or
would repeating this process every scveral years gain us almost
the same benefits?

9. Concerns about not repeating the process cvery year.

« How will we budget in those yewrs that we do not use zcro-base
_budgeting?

« How will we handle changing work loads, requested increascs, ncw
programs, or program changes?

« How will we fund increases and new programs? Can we reduce any
current programs to fund these increascs if we have not rcpeated
the zero-base budgeting analysis?

¢ Should not cach manager be rcquired to review his activities cach
year as a matter of standard practice, and then have the oppor-
tunity to review his operations and effectiveness with top
management?

e Managers will fall back into their old patterns of looking only at
the increases desired and will not continuc to cvaluate in detail
their effectivencss and cfficiency.
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ATTACHMENT C

(REPRINTED WITH ADOPTED AMENDMENTS)
FIRST REPRINT A.B. 294

ASSEMBLY BILL NO. 294—COMMITTEE ON
WAYS AND MEANS

FEBRUARY 6, 1979

e (Y.
Referred to Committee on Ways and Means

SUMMARY—Makes appropriation to drivers’ license division of department of
motor vehicles for employment of additional personnel. (BDR S-1379)

FISCAL NOTE: Effect on Local Government: No.
Effect on the State or on Industrial Insurance: Contains Appropriation.

>

EXPLANATION—Matter in ifalics is new; matter in brackets [ ] is material to be omitted.

AN ACT making an appropriation from the state general fund to the drivers’
license division of the department of motor vehicles for the employment of
additional personnel; and providing other matters properly relating thereto.

The People of the State of Nevada, represented in Senate and Assembly,
do enact as follows:

SEcTiON 1. There is hereby appropriated from the state general
fund to the drivers’ license division of the department of motor vehicles
the sum of $81,938 for the purpose of employing additional personnel.

Sec. 2. After June 30, 1980, the unencumbered balance of the
appropriation made in section 1 of this act may not be encumbered and
must revert to the state general fund.

Sec. 3. This act shall become effective upon passage and approval.

®
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DEPARTMENT OF ADMINISTRATION
PERSONNEL DIVISION
ZERO BASE BUDGET
Decision Package Ranking
for FY 1980

G

gx HigiT C

Budget Requirements

Rank Decision Package Title X of N Positions Cumulative Decision Pkg. Cumulative
1 Recruit/Exam 1 3 21 21 $ 480,675 $ 480,675
2 Recruit/Exam 2 3 .S 21.5 12,453 493,128
3 Administration 1 3 5 26.5 214,334 707,462
4 Administration \ 2 3 0 26.5 33,580 741,042
5 Class/Pay 1 3 5 31,5 135,372 876,414
6 Employee Rel/PRR 1 3 8 ) 39.5 437,834 1,314,248
7 Resource Dev. § Trng. 1 3 4 43.5 104,161 1,418,409
8 Productivity 1 3 4 47.5 107,638 1,526,047
9 Special Services 1 3 8.5 56.0 224,360 1,750,407

10 Class/Pay 2 3 1 57 20,293 1,770,700
11 Special Services 2 3 0 57 2,027 1,772,727
12 Productivity 2 3 1.5 58.5 19,986 1,792,713
13 Resource Dev. & Trng. 2 3 1.5 60.0 22,113 1,814,826
14 Employee Rel/PRR 2 3 0 60 6,108 1;820,934
15 Recruit/Exam 3 3 11 71 102,876 1,923,810
16 Special Services 3 3 3 74 11,028 1,934,838
17 Resource Dev. § Trng. 3 3 1 75 22,246 1,957,084
18 Productivity | 3 3 0 75 (-)7,089 1,949,995
19 Employee Rel/PRR 3 3 4 79 55,862 2,005,857
20 Class/Pay 3 3 0 79 3,670 2,009,527
21 Administration 3 3 0 79 7,133 2,016,660
Package Levels: 1 = Minimum :
. 2 = Current (Governor Recommends)
3 = Enhanced (Agency Requests)
aneT ey
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(\Q . nEc®ACKAGE : Fiscal YeCDBO’ XX

Fiscal Year 1981

LEVEL: MINIMUM FUNDING LEVEL.
DECISION UNIT: Administration/Nevada State Personnel Division

ipiT C
DECISION PACKAGE: 1 of 3 EX J*

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

Provide for the general administration and direction of the State Personnel Division
functions as provided in NRS 284; provide clerical support to all Personnel Division
technical and professional staff through staffing and maintenance of the central
Word Processing Center; provide for agency contract services (Hearings Officer, IBM
Mag Card equipment); legal and court expense; insurance and accounting expenses.

The Administration Section serves as staff to the Personnel Advisory Commission in
the preparation of agendas and related materials requiring Personnel Advisory
Commission review and/or approval.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Funding at this level will enable the Personnel Division to meet the expense in-
volved in providing the absolute minimum acceptable support to functional areas,
user agencies and the Personnel Advisory Commission.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

An alternative to the staffing and maintenance of the Word Processing Center was
considered in the form of contracting these duties to private clerical firms. This
has been implemented to a lesser degree in the transcription of hearings and legal
proceedings however, to contract out all correspondence to private firms would
involve time delays and a level of responsiveness that would be ineffective. Another
alternative considered was the establishment of several smaller word processing
centers or individual clerical support units for each functional area. This was
determined not to be cost effective due to the increased number of new positions in
the clerical area that would be needed to meet the existing service level.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The Nevada State Personnel Division would be unable to carry out the provisions of
NRS 284.
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T o . EX HIBIT C-_4
6. PRd(i:;:)UTPUTS ACCOMPLISHED BY PROV(i:::>FUNDING FOR THIS LEVEL OF TH(::::}SION PACKAGE :

Funding at this level will enable the Administration staff to carry out at the
minimum possible level the basic duties and responsibilities in planning, organizing,

directing and coordinating all staff sections of the Division in the delivery of

personnel services to agencies and the public.

At this level, the Personnel Advisory Commission will be restricted to meeting only
four times per year regardless of the number of disciplinary hearings pending, or
the caseload that may be pending with regard to classification actions or rule
implementation requests. This will result in further delays in processing personnel

matters subject to Personnel Advisory Commission review.

In calendar year 1978 the

Personnel Advisory Commission met six times, thus this package would decrease the

number of meetings.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $214,334 $232,973
OTHER (717-1362 INTERGOVERNMENTAL PERSONNEL) $180,000 $311,457
EXPENDITURES: (717-1363 PERSONNEL DIVISION)
PERSONNEL (5 POSITIONS) $110,559 $104,433
OUT-OF-STATE TRAVEL 0 1,500
IN-STATE TRAVEL 1,000 2,000
OPERATING 102,775 103,040
EQUIPMENT 0 0
OTHER (IPA PROJECT GRANTS MATCH) 0 15,000
(CPS SERVICES: WAGE & SALARY SURVEY) 0 7,000
TOTAL $214,334 $232,973
EXPENDITURES: (717-<1362 INTERGOVERNMENTAL PERSONNEL)
FEDERAL FUNDS: $180,000
STATE FUNDS: 0
PERSONNEL (1 POSITION) $ 21,904 $ 46,793
OUT-OF-STATE TRAVEL 570 2,500
IN-STATE TRAVEL -+ 3,171 4,240
OPERATING 8,968 16,542
EQUIPMENT 0 875
TRAINING 0 1,211
OTHER (PROJECT GRANTS TO STATE & LOCAL AGENCIES) 145,387 239,296
TOTAL $180,000 $311,457
il §




(:;<:> : DECI(i:::)ACKAGE " Fiscal Yea(j::jlo XX

. Fiscal Year 1981
EX nigt? €

LEVEL: CURRENT FUNDING LEVEL:

DECISION UNIT: Administration/Nevada State Personnel Division

DECISION PACKAGE: 2 0f 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

Provide for the general administration and direction of the State Personnel Division
functions as provided in NRS 284; provide clerical support to all Personnel Division
technical and professional staff through staffing and maintenance of the central
Word Processing Center; provide for agency contract services (Hearings Officer, IBM
Mag Card equipment); legal and court expense; insurance and accounting expenses.

The Administration Section serves as staff to the Personnel Advisory Commission in
the preparation of agendas and related materials requiring Personnel Advisory
Commission review and/or approval.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Funding at this level will provide the resources necessary to provide support in the
areas of contracts (IBM typing and transcription equipment), legal and court expense,
insurance, and accounting fees. This funding level provides for moderate increases
in expense areas as a result of inflationary effects on the costs of printing,
phones, and mail and other expense areas subject to economic trends. This funding
level will cause the Personnel Division to operate at the FY 1979 level of effi-
ciency or lower as there are no provisions built into this funding level to provide
for service level increases or extraordinary increases in the various functional
areas that will occur.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

An alternative to the staffing and maintenance of the Word Processing Center was
considered in the form of contracting these duties to private clerical firms. This
has been implemented to a lesser degree in the form of transcriptions of hearings
and legal proceedings however, to contract out all correspondence to private firms
would involve time delays and a level of responsiveness that would be ineffective.
Another alternative considered was the establishment of several smaller word pro-
cessing centers or individual clerical support units for each functional area. This
was determined not to be cost effective due to the increased number of new positions
in the clerical area that would be needed to meet the existing service level.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The current level of responsiveness to user agency needs will be diminished result-
ing in greater time delays involving agency staffing and reclassification actions.
A backlog of personnel actions will accrue as a result of the Personnel Advisory
Commission restricted to not more than six one-day meetings per year. Disciplinary
hearings and rule implementation actions on the part of the PAC will be ridden with
such delays that agencies will find it not worth the effort to take disciplinary
actions against problem employees.

.82




i

: EX HIBIT-C- _J -

6. mmmurs ACCOMPLISHED BY Pkomm'nmmc FOR THIS LEVEL OF"msmN PACKAGE :

Funding at this level would allow for the continuance of capacity for the PAC to
meet six times per year, and maintenance of an approximate 60 day response time to
appeals of Hearing Officer decisions. However, problems with increased workload at
this level have been encountered in the biennium 1977-79. Meetings have begun to
extend from the normal and budgeted one day to two days. Further, the potential
does exist that upon the completion of factor ranking for the State's classification
system, that the number of appeals may increase.

Funding at this level will allow for continuance of the existing workload capacity
of the Word Processing Section of approximately 13,200 pages per month. However,
workload for the section has been increasing by an estimated 30 percent per year.
Further, the section has taken on a new responsibility of typing eligibility lists
in November 1977, which has meant added workload.

At this level, the Hearings Officer will maintain capacity' to provide 22 hearings
per year, which was the number of hearings in calendar year 1978. This was a slight
increase from the 16 hearings in calendar year 1977.

Funding at this level will allow the IPA program to continue distribution of grant
funds in the nature of $180,000 every year to 5-8 local governments to stimulate
improvement in their personmmel systems. The prime difference between the current
level of funding for the IPA program and the minimum level is the provision of funds
to meet matching requirements for IPA grants to the State. In the past calendar
year, this allowed the State to provide improved capacity for employee relationms,
and administration of the IPA program.

Funding at this level will enable the Personnel Division to secure the services of
Cooperative Personnel Services (CPS) unit in assisting in the data gathering process
for the Annual State Wage and Salary Survey.

7. BUDGET INFORMATION:

‘ CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY79)
- FUNDING: - —_—
GENERAL FUND
PERSONNEL ASSESSMENT $33,580 $247,914 $232,973
OTHER (717-1362 INTERGOVERNMENTAL $§25,000 $205,000 $311,457
PERSONNEL)
EXPENDITURES:
PERSONNEL (5 POSITIONS) 0 $110,559 $104,433
OUT-OF-STATE TRAVEL 210 210 1,500
IN-STATE TRAVEL 1,370 2,370 2,000
OPERATING 0 102,775 103,040
EQUIPMENT 0 0 0
OTHER (IPA PROJECTS GRANTS MATCH) 25,000 25,000 15,000
(CPS SVCS.: WAGE & SALARY SURVEY) 7,000 ~__17,000 7,000
TOTAL $33,580 $247,914 $232,973
.1“.?:33
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EXPENDIf::;::> (717-1362 INTERGOVERNMENTAL .: 3ONNEL)

FEDERAL FUNDS: $180,000

STATE FUNDS: 25,000

$205,000

PERSONNEL (1 POSITION)

OUT OF STATE TRAVEL

IN STATE TRAVEL

OPERATING

EQUIPMENT

TRAINING

OTHER (PROJECT GRANTS)
TOTAL

OO0 O0O0OO

25,000
$25,000

f

EX HiB1.

$ 21,904
570
3,171
8,968

0

0

170,387

$205,000

c- .2

L]

$ 46,793
2,500
4,240
16,542

0
1,211

239,296
$311,457
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(j;;t) DECI(i—J;}ACKAGE Fiscal Yea\ 0 XX
)
' . Fiscal Year 1981
LEVEL: ENHANCED FUNDING LEVEL
DECISION UNIT: Administration/Nevada State Personnel Division
: EX HIBIT C— .
DECISION PACKAGE: 3 of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:
To improve methods of personnel administration in the executive department of the

State through an increased level of resources in the areas within this decision
package.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Increased funding above the Current Funding Level package will result in improved
personnel services to agencies and the public as a result of the ability to provide
greater funding support to Divisional program areas. Improved administration will
result in an expanded emphasis in the area of employee development and training;
greater commitment towards the completion of productivity analysis in all State
agencies; an enhanced level of communication with agencies and the Nevada citizenry
as a resiult of increased responsiveness as a result increased administrative support
for these functional areas.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

An alternative to the staffing and maintenance of the Word Processing Center was
considered in the form of contracting these duties to private clerical firms. This
has been implemented to a lesser degree in the transcription of hearings and legal
proceedings however, to contract out all correspondence to private firms would
involve time delays and a level of responsiveness that would be ineffective. Another
alternative considered was the establishment of several smaller word processing
centers or individual clerical support units for each functional area. This was
determined not to be cost effective due to the increased number of new positions in
the clerical area that would be needed to meet the existing service level.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The Personnel Division will operate at the FY 79 service level or marginally lower
should the Division be confronted with increased disciplinary hearings before the
Personnel Hearings Officer, or Personnel Advisory Commission, or any other legal
action that would have a negative impact upon the Division budget. Not funding this
package will eliminate the safeguards that have been built into this budget level to
adequately provide personnel services to the State agencies and the public.

Sud
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6. PRdrf::i>UTPUTS ACCOMPLISHED BY PROY(’j:\>FUNDING FOR THIS LEVEL OF Tﬂ:~:jjﬁSION PACKAGE :

The Personnel Advisory Commission will have the resources necessary at this funding

level to meet the increased workload levels expected in the next biennium and reduce
the response time to hearing requests to an average of 45 days allowing the Commis-

sion to meet 8 times per year.

Funding at this level will allow the Word Processing Section to meet the increased
30 percent workload per year through machine improvements, not increases in staff-
ing. As the Word Processing Section functions in support of Recruitment and Exam-
ining, and Classification and Pay, increases in the workload of these units will
necessarily result in workload increases for Word Processing. If these workload in-
creases are not met with increased word processing capacity, it is expected that the
timeliness of response time to line agency needs in recruitment and classification
will worsen.

The Hearings Officer, at this funding level, will have the capécity to handle
approximately a third more hearings than the 22 in calendar year 1978.

An additional $5,000 is requested in order to augment State level personnel improve-
ment programs through the IPA.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $ 7,133 $255,047 $232,973
OTHER (717-1362 INTERGOVERNMENTAL 0 $205,000 $311,457
PERSONNEL) .
EXPENDITURES ;
PERSONNEL (5 POSITIONS) (-)$11,511 $ 99,048 $104,433
OUT-OF-STATE TRAVEL 790 1,000 1,500
IN-STATE TRAVEL 0 2,370 2,000
OPERATING 17,854 120,629 103,040
EQUIPMENT 0 0 0
OTHER (IPA PROJECTS GRANT MATCH) 0 25,000 15,000
(CPS SERVICES: WAGE & SALARY SURVEY) 0 7,000 7,000
TOTAL $ 7,133 §255,047 $232,973
EXPENDITURES: (717-1362 INTERGOVERNMENTAL PERSONNEL)
FEDERAL FUNDS  $180,000
STATE FUNDS: 25,000
$205,000
PERSONNEL (1 POSITION) (-)$ 2,165 $ 19,739 $ 46,793
OUT OF STATE TRAVEL 430 1,000 2,500
IN STATE TRAVEL 0 3,171 4,240
OPERATING 33 9,001 16,542
EQUIPMENT 0 0 875
TRAINING 0 0 1,211
OTHER (PROJECT GRANTS) 1,702 172,089 239,296
TOTAL 0 $205,000 $311,457
8 w86




DECISIti:::}KAGE Fiscal Year XX

EX H! BIT C- ;J Fiscal Year 1981

LEVEL: MINIMUM FUNDING LEVEL
DECISION UNIT: Special Services/Nevada State Personnel Division

DECISION PACKAGE: 1of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To provide for the minimum administration of the Special Personnel Programs of Occu-
pational Assistance (Affirmative Action, Cooperative Personnel Services, and Inter-
governmental Personnel Act). Also budget analysis and the coordination of grievances.
CPS and IPA are funded separately except for 25% match for IPA which is referenced in
the administrative decision unit and $7,000 reimbursement to CPS for assistance in
developing the wage and salary survey for the State, also centained in the Adminis-
tration Section.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Funding at this level will provide the minimum resources necessary to meet fundamen-
tal expenses. Centralization of the above functions has proven to be operationally
effective..

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Affirmative Action and Occupational Assistance services could be contracted out
through consultants, however, the costs would be extremely high. Also, there would
be a lack of consistency in the administration of these programs. It is necessary
to maintain uniform guidelines established for these programs.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

There will be no statewide affirmative action program which may subject the State to
many law suits. Personnel services will not be provided to local governments. State
employees will not have counseling services avallable and there will be a loss of
central budget control.
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6. PROG PUTS ACCOMPLISHED BY PROVIDIMG-XUNDING FOR THIS LEVEL OF THEAPE»ISJON PACKAGE:
' Lt
OAP Psychologlsts (2) - each spends an average of 11 hours per case on 1 cases per
year. This represents 1,254 hours in direct client services per year. In excess of
400 hours per year/per Psychologist (25% of work year) is devoted to trainingE)( N
' BiIT

Affirmative Action Officer - 500 hours research and revision of plan. Two hundred
hours outreach recruitment - 200 hours meeting with minority organizations - 400
hours meeting with State agencies and monitoring programs - 200 hours counseling -
100 hours statistical reports.

Clerical Unit - 2 Administrative Aids - 2 CETA employees - 500 calls per day (3 min-
utes per call) = 25 hours/day. Walk in applicants averages 5 minutes/individual - 68
individuals/day for a total of 4.25 staff hours/day. 3.75 staff hours per day
processing 75 applications and 900 pieces of mail.

7. BUDGET INFORMATION:

3 CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL - (FY 79)
FUNDING:
GENERAL FUND - . : .
VPERSONNEL ASSESSMENT $244,360 $189,146
OTHER (717-1360 COOPERATIVE PERSONNEL
SERVICES) $ 60,349 $ 56,915
(LOCAL GOVERNMENT CONTRACTS)
EXPENDITURES: (717-1363 SPECIAL PERSONNEL
SERVICES)
PERSONNEL (8.5 POSITIONS) $206,584 $173,843
OUT-0F-STATE TRAVEL : 0 0
IN-STATE TRAVEL ' 1,000 2,000
OPERATING 16,776 13,573
EQUIPMENT 0 0
OTHER 0 0
TOTAL $224,360 $189,416
EXPENDITURES: (717-1360 COOPERATIVE
PERSONNEL SERVICES)
LOCAL GOVERNMENT: 60,349
STATE: 0
PERSONNEL (2 POSITIONS) 53,206 46,226
OUT-0OF~-STATE TRAVEL 500 500
IN-STATE TRAVEL 2,000 2,000
OPERATING 3,568 8,189
EQUIPMENT 1,075 0
OTHER . 0 0
TOTAL ~$ 60,349 $ 56,915
2k 88
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EX HIBIT C-

<i:i:>‘ -BECIS(::i:RCKAGE Fiscal Yeaé:i;:ZB XX
! Fiscal Year 1981

LEVEL: CURRENT FUNDING LEVEL
DECISION UNIT: Special Services/Nevada State Personnel Division

DECISION PACKAGE: 2 0f 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To provide the continued administration of the Special Services Programs of Occupa-
tional Assistance, Affirmative Action, Cooperative Personnel Services and IPA. Also,
budget review and the coordination of grievances. ~CPS and IPA are funded separately
except for 25% match for IPA which is referenced in the administration decision unit
and $7,000 reimbursement to CPS for assistance in developing the wage and salary
survey for the State, also contained in the Administration Section.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Centralization of the above functions has proven to be operationally effective. This
allows the other sections to concentrate strictly on their specialized activities.
Funding at this level will provide resources necessary to meet fundamental expenses
at the FY 79 service level.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Affirmative Action and Occupational Assistant services could be contracted out
through consultants, however, the costs would be extremely high. Also, there would
be no consistency in the administration of these programs. It is necessary to main-
tain uniform guidelines established for these programs.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

There will be no statewide affirmative action program which may subject the State to
many lawsuits. Personnel service will not be provided to local governments. State
employees will not have counseling services available and there will be a loss of
central budget control.

<89
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6. PRO(LJNUTPUTS ACCOMPLISHED BY PROVIL . ING FOR THIS LEVEL OF m.< ;JSION PACKAGE :

Occupational Assistance Program Psychologists (2) - each spends an average of 11
hours per case on 144 cases per year. This represents 1,254 hours in direct client
services per year. In excess of 400 hours per year/per Psychologist (25% of work
year) is devoted to training.

Affirmative Action Officer - 500 hours research and revision of plan. Two hundred
hours outreach recruitment - 200 hours meeting with minority organizations - 400
hours meeting with State agencies and monitoring progress - 200 hours counseling -
100 hours statistical reports.

Clerical Unit - 2 Administrative Aids - 2 CETA employees - 500 calls per day (3 min-
utes per call) = 25 hours/day. Walk in applicants average 5 minutes/individual - 68
individuals/day for a total of 4.25 staff hours/day. 3.75 staff hours per day proces-
sing 75 applications and 900 pieces of mail.

7. BUDGET INFORMATION:

) CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING: SR
GENERAL FUND
PERSONNEL ASSESSMENT $ 2,027 $226;387 $189,416
OTHER (717-1360 COOPERATIVE PERSONNEL
SERVICES) $ 67,349 $ 56,915
(717-1363 WAGE AND SALARY
REIMBURSEMENT) $ 7,000
EXPENDITURES: (717-1363 SPECIAL
PERSONNEL SERVICES)
PERSONNEL (8.5 POSITIONS) 0 $206,584 $173,843
OUT-OF-STATE TRAVEL 215 215 0
IN-STATE TRAVEL 1,812 . 2,812 2,000
OPERATING 0 16,776 13,573
EQUIPMENT 0 0 0
OTHER 0 0 0
TOTAL $ 2,027 $226,387 $189,416
EXPENDITURES: (717-1360 COOPERATIVE
PERSONNEL SERVICES)
LOCAL GOVERNMENT: 60,349
STATE: 7,000
67,349
PERSONNEL (2 POSITIONS) 0 53,206 46,226
OUT-OF-STATE TRAVEL 0 500 500
IN-STATE TRAVEL (0] 2,000 2,000
OPERATING 0 10,568 8,189
EQUIPMENT 0 1,075 0
OTHER 0 0 0
TOTAL -0 $ 67,349 $ 56,915
~ .90
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C ) c pECIS | ACKAGE Fiscal Yead | )0 _ XX
e X HIBIT ¢ . ‘ §
' -4 Fiscal Year 1981

]

LEVEL: ENHANCED FUNDING LEVEL
DECISION UNIT: Special Services/Nevada State Personnel Division

DECISION PACKAGE: 3 0f 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To provide for a more effective administration of the Special Personnel Programs of
Occupational Assistance, Affirmative Action, Cooperative Personnel Services and In-
tergovernmental Personnel Act. Also, budget review and the coordination of grievances.
Cooperative Personnel Services and Intergovernmental Personnel Act are funded sepa-
rately except for 25% match for Intergovernmental Persomnel Act which is referenced in
the administration decision unit and $7,000 reimbursement to CPS for assistance in
developing the wage and salary survey for the State, also contained in the Administrative
Section.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

To provide the additional clerical support will eliminate the use of personnel from
temporary funded programs of CETA and WIN. Permanently funded staff positions can be
more effectively trained to perform their responsibilities. Centralization of the
above functions has proven to be operationally effective. Funding at the enhanced
level will allow our clerical unit to function more effectively and stablize.

" ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL

OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

To hire consultants and utilize CETA and WIN employees causes high turnover because
these temporary employees seek permanent positions when they are available. The cost
of consultants is considerably higher. There is a need for consistency in the admin-
istration of these programs. i

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

It will require that we continue to utilize CETA and WIN program personnel which
could result in severe operational problems as a result of inadequate staffing in the
central reception area through the loss of the CETA and WIN personnel.

=191
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6. annp,ms h¥compra gD By PRQVC)FUNDING FOR THIS LEVEL OF Tﬂﬁ\:}sxon PACKAGE :

Occupational Assistance Program Psychologists (2) - each spends an average of 11
hours per case on 144 cases per year. This represents 1,254 hours in direct client
services per year. In excess of 400 hours per year/per Psychologist (25% of work
year) is devoted to training. EX HIBI,

v

Affirmative Action Officer - 500 hours research and revision of plan. Two hundred
hours outreach recruitment - 200 hours meeting with minority organizations =- 400
hours meeting with State agencies and monitoring progress - 200 hours counseling -
100 hours statistical reports.

Clerical Unit - 2 Administrative Aids - 2 CETA employees = 500 calls per day (3 min-
utes per call) = 25 hours/day. Walk in applicants average 5 minutes/individual - 68
individuals/day for a total of 4.25 staff hours/day 3.75 staff hours per day proces~
sing 75 applications and 900 pieces of mail.

1. BUDGET INFORMATION:

CURRENT
THIS . CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING: .
GENERAL FUND ,
PERSONNEL ASSESSMENT $11,028 $237,415 $189,416
OTHER (717-1360 COOPERATIVE PERSONNEL
SERVICES) $ 59,923 $ 56,915
(LOCAL GOVERNMENT CONTRACTS) (-)$ 7,426
(STATE) 7,000
EXPENDITURES: (717-1363 SPECIAL PERSONNEL
SERVICES)
PERSONNEL (8.5 POSITIONS) $ 3,168 $209,752 $173,843
OUT-OF-STATE TRAVEL 285 500 0
IN-STATE TRAVEL 0 2,812 2,000
OPERATING 2,817 19,593 13,573
EQUIPMENT 4,758 4,758 0
OTHER 0 0 0
TOTAL $11,028 $237,415 $189,416
EXPENDITURES: (717-1360 COOPERATIVE
PERSONNEL SERVICES)
LOCAL GOVERNMENT: 52,923
STATE: 7,000
59,923
PERSONNEL (2 POSITIONS) (-)$5,258 47,948 46,226
OUT-OF-STATE TRAVEL 0 500 500
IN-STATE TRAVEL 0 2,000 2,000
OPERATING . (-) 2,168 8,400 8,189
EQUIPMENT : 0 1,075 0
OTHER 0 0 0
TOTAL (-)$7,426 $ 59,923 $56,915
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(T\/"\ DECISIE&\P:SKAGE Fiscal Year (A%ij) X
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Fiscal Year 1981

LEVEL: MINIMUM FUNDING LEVEL
DECISION UNIT: Recruitment & Examining/Nevada State Personnel Division Ey HIB)T
[

DECISION PACKAGE: 1of3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

By means of a centralized Recruitment and Examination staff in cooperation with

agency personnel staff the section's objectives are:

1. To keep the State merit system in compliance with the intent and legal inter-
pretations of "to provide all citizens a fair and equal opportunity for public
service" (NRS 284.010).

2. To recruit the most qualified individuals for State government.

3. To assist in the maintenance of an effective work force for State services to
the public.

4. To assist the agencies of the State in placing qua11f1ed employees into 3,021
projected annual vacancies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE -DECISION PACKAGE:

At this program level the predicted benefits are: -

1. Minimum steps will be taken toward securing a qualified labor force represen-
tative of the State's residents to implement legislative and executive direc-
tives.

2. Maintain at a minimum level the gains made in achieving consistent job related
selection criterion, instruments and procedures.

3. Maintain the minimal necessary conditions for federal programs and fundlng
contingent upon fair, equal, and merit employment.

4. Maintain a 9.6 week average time frame to recruit, examine and certify an
eligible list at an efficiency rate of 66%.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Total decentralization of the examining functions: This alternative was re-
jected because:

a. It would require a duplication of Recruitment and. Examination staff and
services within each State ageucy resulting in more total staff funded by
the various funding sources, i.e., general fund, highway fund, that is, at
a greater cost to the State.

b. It would result in greater inconvenience and cost to State residents when
applying for employment within the State merit system.

€l It would result in greater inconsistencies without a vigorous auditing and
monitoring program.

d. It would require the Personnel Division to establish a compliance audit
unit to monitor the personnel actions of the separate agencies.

This would require approximately the same number of staff who would be
performing at a higher level requiring additional salary.
2. Contracting for total Recruitment and Examining Services. This alternative was
rejected because:

a. The projected cost would be significantly greater than the current level
of funding.

b. Sufficient contractors are not available in the State to provide this
level of service for the current number of applicants (29,000 annually).

<93
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1. It would no longer be economically feasible to continue the Recruitment and
Examining function resulting in the termination of recruitment, test develop-
ment, test administration and certification services.

2. As the result of abolishing the Recruitment and Examining function, the State
would be in jeopardy of losing all federal funding through non-compliance with
Federal Merit System Regulations.

3. The State also would be in non-compliance of NRS 284.

4. The State would be subject to lawsuits and potential adverse judgments regard-
ing selection techniques.

5. There would be a regression back to a system of employment that would be highly
politicized and not in the public interest.

. CONS£::;::ES OF NOT FUNDING THIS LEVEﬁ:::::hE DECISION PACKAGE: -(::i:> I ;T‘éi

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:
1. A 9.6 week average time span from date of request to fill vacancy to date of
certification when an eligible list must be created.
2. 12.2 hours average time span from time of request to fill vacancy to time of
certification when an eligible list is in existance.
Historically, we have been able to accomplish those levels of outputs only by the
use of overtime, CETA and WIN participants, and-diverting staff from management,
test development, recruitment and monitoring functions. When this has been done
over a long period of time, turnover of staff has increased up to 200% per year in
high stress areas with up to 40% reduction in staff productivity.
7. BUDGET INFORMATION:
CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING: :
GENERAL FUND .
PERSONNEL ASSESSMENT _ $480,675 $475,050
OTHER
EXPENDITURES
PERSONNEL (21 POSITIONS) $383,610 $395,188
OUT-OF-STATE TRAVEL . 215 0
IN-STATE TRAVEL 5,400 4,800
OPERATING 91,450 75,062
EQUIPMENT 0 0
OTHER 0 0
TOTAL $480,675 $475,050
“ .94
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— Fiscal Year 1§§1

LEVEL: CURRENT FUNDING LEVEL

\
DECISION UNIT: Recruitment & Examining/Nevada State Personnel Division EX “\B

DECISION PACKAGE: 20f 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

By means of a centralized Recruitment and Examination staff in cooperation with

agency personnel staffs the section's objectives are:

1. To keep the State merit system in compliance with the intent and legal inter-
pretations of "to provide all citizens a fair and equal opportunity for public
service" (NRS 284.010).

2. To recruit the most qualified individuals for State government.

3. To assist in the maintenance of an effective work force for State services to
the public. , '

4. To assist the agencies of the State in placing qualified employees into 3,021
projected vacancies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE .DECISION PACKAGE:

At this program level the predicted benefits are:

1. Minimum steps will be taken toward securing a qualified labor force represen-
tative of the State's residents to implement legislative and executive direc-
tives.

2. Maintain at a minimum level the gains made in achieving consistent job related
selection criterion, instruments and procedures.

3. Maintain the minimal necessary conditions for federal programs and funding
contingent upon fair, equal, and merit employment.

4, Maintain a 9.2 week average time frame to recruit, examine and certify an-
eligible list at an efficiency rate of 70%.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Total decentralization of the examining functions: This alternative was re-
jected because: -

a. It would require a duplication of Recruitment and Examination staff and
services within each State agency resulting in more total staff funded by
the various funding sources, i.e., general fund, highway fund, at a great-
er cost to the State.

b. It would result in greater inconvenience and cost to State residents when
applying for employment within the State merit system.

c. It would result in greater inconsistencies without a vigorous auditing and
monitoring program.

d. It would require the Personnel Division to establish a compliance audit
unit to monitor the personnel actions of the separate agencies.

This would require approximately the same number of staff who would be
performing at a higher level requiring additional salary.
2. Contracting for total Recruitment and Examining Services. This alternative was
rejected because:

a. The projected cost would be significantly greater than the current level
of funding. _ '

b. Sufficient contractors are not available in the State to provide this
level of service for the current number of applicants (29,000 annually).

“.89
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5. CONS{’?L::kS OF NOT FUNDING THIS LEVEﬂ:i;i:hE DECISION PACKAGE: (::i:%’\ oo ot

1. Reduction of recruitment, test development, test administration and dertifi-
cation to the critical point of disbanding all recruitment and examination
services. ) )

2. As the result of the abolishment of the Recruitment and Examining function, the
State would be in jeopardy of losing all federal funding through non-compliance
with Federal Merit System Regulations.

3. The State also would be in non-compliance of NRS 284.

4. The State would be subject to lawsuits and potential adverse judgments.

S. There would be a regression back to the "spoils system."

6. PROGRAM OQUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

1. A 9.2 week average time span from date of request to fill vacancy to date of
certification when an eligible list must be created through recruitment and
examining. .

2. 12.2 hours average time span from time of request to fill vacancy to the time
of certification when an eligible list is in existance.

3. Administer 990 examinations for the projected vacancies.

We have been able to accomplish these levels of outputs only by the use of overtime,
CETA and WIN participants, and diverting staff from management, development, recruit-
ment and monitoring functions. Historically, when this has been done over a long
period of time, turnover of staff has increased up to 200% per year in high stress
areas with up to 40% reduction in staff production time.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL FY 79)
FUNDING: ‘
GENERAL FUND
PERSONNEL ASSESSMENT $12,453 $493,128 $475,050
OTHER
EXPENDITURES:
PERSONNEL (21.5 POSITIONS) $12,453 $396,063 $395,188
OUT-OF-STATE TRAVEL 0 215 0
IN-STATE TRAVEL ] 5,400 4,800
OPERATING 0 91,450 75,062
EQUIPMENT 0 0 0
OTHER 0 0 0
TOTAL $12,453 $493,128 $475,050
.x’»' L8
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- _ Fiscal Year 19%1

LEVEL: ENHANCED FUNDING LEVEL HIBIT € ‘**3
DECISION UNIT: Recruitment & Examining/Nevada State Personnel Division

DECISION PACKAGE: 3 0of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

By means of a centralized Recruitment and Examination staff in cooperation with

agency personnel staffs the section's objectives are:

1. To keep the State merit system in compliance with the intent and legal inter-
pretations of "to provide all citizens a fair and equal opportunity for public
service”" (NRS 284.010).

2. To recruit the most qualified individuals for State government.

3. To assist in the maintenance of an effective work force for State services to
the public. '

4. To assist the agencies of the State in placing qualified employees into 3,021
projected annual vacancies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE .DECISION PACKAGE:

At this program level the predicted benefits are:

1. Advance steps taken toward securing a qualified labor force representative of
the State's residents to implement legislative and executive directives.

2. Increase the gains made in achieving consistent job related selection criter-
ion, instruments and procedures.

3. Advance necessary conditions for federal programs and funding contingent upon
fair, equal, and merit employment.

4. Increase to a 6.9 week average time frame to recruit, examine and certify an
eligible 1list at an efficiency rate of 98 percent.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Total decentralization of the examining functions: This alternative was re-
jected because:

a. It would require a duplication of Recruitment and Examination staff and
services within each State agency resulting in more total staff funded by
the various funding sources, i.e., general fund, highway fund, at a great-
er cost to the State.

b. It would result in greater inconvenience and cost to State residents when
applying for employment within the State merit system.

c. It would result in greater inconsistencies without a vigorous auditing and
monitoring program.

d. It would require the Personnel Division to establish a compliance audit
unit to monitor the personnel actions of the separate agencies.

This would require approximately the same number of staff who would be
performing at a higher level requiring additional salary.
2. Contracting for total Recruitment and Examining Services. This alternative was
rejected because:

a. The projected cost would be significantly greater than the current level
of funding. '

b. Sufficient contractors are not available in the State to provide this
level of service for the current number of applicants (29,000 annually).
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1. Continued delays in filling vacancies because of negative affects of workloads
over a optimum level. ,

2. Continued high turnover rate which historically has been up to 200% in the high
stress areas of the Recruitment and Examining Unit.

3. Continued dependence on CETA and WIN participants to maintain workload with
resultant turnover and retraining built in with such temporary positions and
limiting the development and retention of a continuing professional staff.

4. It would continue the practice and need for the diversion of professional staff
from management and exam/minimum qualification development/validation to tech-
nical level recruitment.

S. Continued reductions in efficiency levels of production.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

1.

A 6.9 week average time span from date of request to fill vacancy to date of
certification when an eligible list must be created through recruitment and
examining. :

9.00 hours average time span from time of request to fill vacancies to time of
certification when an eligible list is in existance.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMET $102,876 $596,004 $475,050
OTHER :
EXPENDITURES :
PERSONNEL (32.5 POSITIONS) $ 72,958 $469,021 $395,188
OUT-OF-STATE TRAVEL 535 750 0
IN-STATE TRAVEL 0 5,400 4,800
OPERATING 10,338 101,788 75,062
EQUIPMENT 19,045 19,045 0
OTHER 0 0 0
TOTAL $102,876 $596,004 $475,050

20 ~.38




<iffi> ' | DECIS(“ijhCKAGE . . Fiscal Yea(ijfi)O XX

EX H:BIT C._ d:?iscal Year 1981

LEVEL: MINIMUM FUNDING LEVEL
DECISION UNIT: Classification and Pay Section/State Personnel Division

DECISION PACKAGE: 1 of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

NRS 284.160, 284.010 and 284.165 which provides for a classification of system which
will provide equal pay for equal work. A review of classification requests on indi-
vidual positions will be completed with further delays. New positions needing
classification action prior to being established and filled will be completed. New
classes, as necessary, will be developed and presented to the Personnel Advisory
Commission for approval. Rules and regulations covering classification and com-
pensation will be administered.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The present classification system which provides equal pay for equal work will be
maintained with further delays.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Contracting with outside firms or consultants to perform this same service. This
idea has been dismissed for the primary reason that such an agreement results in a
lack of true accountability. Recommendations can be made without appropriate con-
sideration of the ramifications in terms of answering to managers, employees, the
Legislature and the taxpayer. A lack of adequate control in this area could result
in classification and pay recommendations costing far in excess of current salaries
paid State employees. Also at issue are the availability of persons skilled in this
area to produce quality results. The history of classification and interrelation-
ships of positions, so important to this process, would be lost.

Delegation of the position classification process is not workable nor in the best
interest of the taxpayer. To insure equal pay for equal work in all State posi-
tions, the authority for classifying positions must be in a seaprate, centralized
department. Agency position classifiers would be restricted to position comparisons
in their agency only, plus be under the control and influence of their agency
managers.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Not funding at this level would prohibit carrying out the responsibility for classi-
fying positions as charged under NRS 284.160 and 284.165. There would be no service
or control to assure employees performing similar duties and responsibilities would
be compensated equitably.

Federal funds would be withdrawn for lack of an acceptable merit system. Pay rates
for different positions in State government would vary widely without regard to the
level of duties and responsibilities. The result would be an irresponsible approach
to expenditure of tax monies..
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6. PROd:\::j)TPUTS ACCOMPLISHED BY PROVIirj:j>QNDING FOR THIS LEVEL OF THE(i/\ ION PACKAGE:

The classification requests on individual positions would be processed in 30 to 45
days. Requests on class series will be processed in 90 days. Agency or divisions
studies with approximately 250 to 500 employees will be conducted in 240 days. This
staffing level will allow us to process 900 classification studies per year which is
below our current volume. The 300 additional studies we receive will be not re-
sponded to until the following year. Policies and rules on compensation practices
can be maintained. Inequities on compensation matters can be responded to in one
week. Classification staff will be able to travel to Las Vegas once per month to
perform classification for agencies in Southern Nevada. Remaining classification

studies for that portion of our State will be delayed until the following year.

7. BUDGET INFORMATION:

CURRENT*
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND .
PERSONNEL ASSESSMENT $135,372 $136,693
OTHER (717-1362 INTERGOVERNMENTAL 0 $15,362
PERSONNEL
(FACTOR RANKING-IPA GRANT78NVO04)
EXPENDITURES :
PERSONNEL (5 POSITIONS) $116,130 $120,058
OUT-OF-STATE TRAVEL 0 0
IN-STATE TRAVEL 1,500 1,500
OPERATING 0 15,135
EQUIPMENT 0 0
OTHER 0 0
TOTAL $135,372 $136,693
*EXPENDITURES: (717-1362 INTERGOVERNMENTAL PERSONNEL)
(FACTOR RANKING IPA GRANT 78NV04)
FUNDING:
FEDERAL $15,362
STATE 468
$15,830
PERSONNEL 0
OUT-OF-STATE TRAVEL 0
IN-STATE TRAVEL $ 5,828
OPERATING $ 10,002
EQUIPMENT 0
OTHER 0
TOTAL $ 15,830
£ A i
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Fiscal Year 1981

T
LEVEL: CURRENT FUNDING LEVEL EX HiBI
DECISION UNIT: Classification and Pay Section/State Personnel Division

DECISION PACKAGE: 2 of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

NRS 284.160, 284.010 and 284.165 which provides for the classification of positions
based on equal pay for equal work will be administered. A review of classification
requests on individual positions will be completed. New positions needing classi-
fication action prior to being established and filled will be completed. New
classes, as necessary, will be developed and presented to the Personnel Advisory
Commission for approval. Rules and regulations covering compensation will be
administered in a consistent and equitable manner for all employees. Modernization
of the classification system by conversion to the factor ranking classification
process will be developed. Classification staff will initiate classification re-
views for inequities within the present structure.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The present classification system which provides equal pay for equal work will be
maintained. Funds which support these positions will be applied in a fair and
equitable manner based on duties and responsibilities. Salary surveys of comparable
positions in the public and private sector will assure tax monies are properly
expended in comparison to like duties and responsibilities outside the State system.
Implementation of the factor ranking classification system will provide a more
efficient and effective system of evaluating positions to assure the equal pay for
equal work concept.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Contracting with outside firms or consultants to perform this same service. This
idea has been dismissed for the primary reason that such an agreement results in a
lack of accountability. Recommendations can be made without appropriate considera-
tion to their ramifications in terms of answering to managers, employees, the Legis-
lature and the taxpayer. A lack of adequate control in this area could result in
classification and pay recommendations costing far in excess of current salaries
paid State employees. Also at issue are the availability of persons skilled in this
area to produce quality results. The history of classification and interrelation-
ships of positions, so important to this process, would be lost.

Delegation of the position classification process is not workable nor in the best
interest of the taxpayer. To insure equal pay for equal work in all State posi-
tions, the authority for classifying positions must be in a seaprate, centralized
department. Agency position classifiers would be restricted to position comparisons
in their agency only, plus be under the control and influence of their agency
managers.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The timeliness of responding to classification requests would result in poor morale

of employees assigned higher duties and respomsibilities. Managers would be delayed

in effecting organizational and personnel changes prompting delays or failure of
ongoing programs and possible loss of funding.
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Delays in responding to questions of pay could result in unequal pay for equal work
or inconsistent pay for certain work conditions. Conducting appropriate pay surveys
to determine competitive pay rates for new positions will be delayed, if not
eliminated.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

The classification requests on individual positions will be processed in 20 days.
Requests on class series will be processed in 60 days. Agency or divisions studies
with approximately 250 to 500 employees will be conducted in 180 days. This staff-
ing level will allow us to process 1,200 classification studies per year which is
our current volume. The first step in modernizing our classification system with
the implementation of the factor ranking classification process for clerical/tech-
nical classes will be completed. The second phase, for all other classes, will be
started during this year. Emergency classification requests can be responded to for
departments who need immediate classification action. The classification staff will
be able to initiate classification studies where inequities are detected by staff
during normal classification reviews and as a matter of maintaining an up-dated
classification system. Policies and rules on compensation practices can be main-
tained and up-dated as necessary. Inequities on compensation matters can be re-
sponded to in 48 hours. Salary surveys to supplement classification analysis will
be conducted. Surveys from other jurisdictions will be responded to. Classifica-
tion staff will be able to travel to Las Vegas twice per month to perform classifi-
cation for agencies in Southern Nevada. This travel expenditure is far less than
the cost of hiring another person for the Las Vegas area to handle classification
matters.

7 BUDGET INFORMATION:

CURRENT*
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING: - - I
GENERAL FUND
PERSONNEL ASSESSMENT $20,193 $155,655 $136,693
OTHER (717-1362 INTERGOVERNMENTAL 0 0 $15,362
PERSONNEL :
(FACTOR RANKING-IPA GRANT78NVO04)
EXPENDITURES :
PERSONNEL (6 POSITIONS) $17,418 $133,548 $120,058
OUT-OF-STATE TRAVEL 215 215 0
IN-STATE TRAVEL 1,500 3,000 1,500
OPERATING . 0 17,742 15,135
EQUIPMENT 1,160 1,160 0
OTHER 0 0 0
TOTAL $20,293 $155,665 $136,693
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*EXPENDI (717-1362 INTERGOVERNMENT ONNEL)
(FACTOR RANKING IPA GRANT 7 4)

FUNDING:
FEDERAL $15,362
STATE 468
$15,830
PERSONNEL

OUT-OF-~STATE TRAVEL
IN-STATE TRAVEL
OPERATING
EQUIPMENT
OTHER

TOTAL
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$ 5,828
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EX HIBIT C - Fiscal Year 1981

J

AVEL: ENHANCED LEVEL

DECISION UNIT: Classification and Pay Section/State Personnel Division

DECISION PACKAGE: 3 of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

NRS 284.160 and 284.165 which provides for the classification of positions will be
administered. A review of classification requests on individual positions will be
completed. New positions needing classification action prior to being established
and filled will be completed. New classes, as necessary, will be developed and
presented to the Personnel Advisory Commission for approval. Rules and regulations
covering compensation will be administered in a consistent and equitable manner for
all employees. Modernization of the classification system by conversion to the
factor ranking classification process will be developed. Appeals resulting from
this study will be handled by an impartial hearings officer in a timely manner.
Classification staff will initiate classification reviews for inequities within the
present structure.

This level will provide up to date training of existing and new staff on the factor
ranking classification system and current pay policy.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The process of position classification system which provides equal pay for equal
work will be maintained. Funds which support these positions will be applied in a
fair and equitable manner based on duties and responsibilities. Salary surveys of
comparable positions in the public and private sector will assure tax monies are
properly expended in comparison to like duties and responsibilities outside the
State system. Implementation of the factor ranking classification system will
improve the system of evaluating positions to assure the equal pay for equal work
concept. Well trained staff can more effectively respond to the changing field of
position classification.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Contracting with outside firms or consultants to perform this same service. This
idea has been dismissed for the primary reason that such an agreement results in a
lack of true accountability. Recommendations can be made without appropriate con-
sideration to their ramifications in terms of answering to managers, employees, the
Legislature and the taypayer. A lack of adequate control in this area could result
in classification and pay recommendations costing far in excess of current salaries
paid State employees. Also at issue are the availability of persons skilled in this
area to produce quality results. The history of classification and interrelation-
ships of positions, so important to this process, would be lost.

Delegation of the position classification process is not workable nor in the best
interest of the taxpayer. To insure equal pay for equal work in all State posi-
tions, the authority for classifying positions must be in a seaprate, centralized
department. Agency position classifiers would be restricted to position comparisons
in their agency only, plus be under the control and influence of their agency
managers.
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The timeliness of responding to clas51f1cat10n requests would result in poor morale
of employees assigned higher duties and responsibilities. Managers would be delayed

in effecting organizational and personnel changes prompting delays or fallure of
programs and possible .loss of funding.

Delays in responding to questions of pay could result in unequal pay for equal work
or inconsistent pay for certain work conditions. Conducting appropriate pay surveys
to determine competitive pay rates for new positions will be delayed, if not elimi-
nated.

The success of the implementation and acceptance of the factor ranking classifica-
tion system will depend on the handling of questions and grievances of employees.
Without a hearings officer, employees will be reluctant to accept the conclusions of
the study team, thus delaying/preventing the completion of. the system.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

The classification requests on individual positions will be processed in 20 days.
Requests on class series will be processed in 60 days. Agency or divisions studies
with approximately 250 to 500 employees will be conducted in 180 days. This staff-
ing level will allow us to process 1,200 classification studies per year which is
our current volume. The first step in modernizing our classification system with
the implementation of the factor ranking classification process for clerical/tech-
nical classes will be completed. The second phase, for all other classes, will be
started during this year. Emergency classification requests can be responded to for
departments who need immediate classification action. The classification staff will
be able to initiate classification studies where inequities are detected by staff
during normal classification reviews and as a matter of maintaining an up-dated
classification system. Policies and rules on compensation practices can be main-
tained and up-dated as necessary. Inequities on compensation matters can be re-
sponded to in 48 hours. Salary surveys to supplement classification analysis will
be conducted. Surveys from other jurisdictions will be responded to. Classifica-
tion staff will be able to travel to Las Vegas twice per month to perform classifi-
cation for agencies in Southern Nevada. This travel expenditure is far less than
the cost of hiring staff for the Las Vegas area to handle classification matters.

Training in the field of classification, particularly the factor ranking system will
provide for a more efficient and effective classification system.

7. BUDGET INFORMATION:

CURRENT*
THIS - CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND ‘
PERSONNEL ASSESSMENT $ 3,670 $159, 355 $136,693
OTHER (717-1362 INTERGOVERNMENTAL ‘
PERSONNEL 0 0 15,362

(FACTOR RANKING-IPA GRANT78NV04)
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PERSONNEL (6 POSITIONS)
OUT-OF-STATE TRAVEL
IN-STATE TRAVEL
OPERATING
EQUIPMENT
OTHER

TOTAL

GO

(-)$12,818
785

0

14,257
1,446

0

$ 3,670
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$120,730
1,000
3,000
31,999
2,606

0

$159,335
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$120,058

0

1,500
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LEVEL: MINIMUM FUNDING LEVEL
DECISION UNIT: Resources Development & Training/Nevada State Personnel Division

DECISION PACKAGE: 1of 3

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To provide a minimum level in the State training function as mandated by NRS 284.
343, the Nevada State Board of Examiners, and the Personnel Advisory Commission.
This includes the development of Statewide training rules and regulations for clas-
sified employees; assessment of training needs; and conducting limited training that
is applicable to all State agencies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

This funding level will provide for standardized training rules and regulations, the
identification of training needs for State employees, and standardized instruction
in the areas of Orientation to State Government, Work Performance Standards, Em-
ployee Appraisal, Essentials of Management and Elements of Supervision, with limited
offerings in Las Vegas and no offerings in the rural areas. The training benefit
will be provided to approximately 1,375 employees through 73 course offerings.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION: :

Alternative #1 - Contract out all training. Rejection of this alternative is based
on cost. Essentials of Management alone would cost $50,520.00 to contract out to
the American Management Association and maintain the current level of employee en-
rollment. The State can provide it for $3,179.78.

Alternative #2 - Let individual agencies provide their own training. Loss of stan-
dardization, especially in the Orientation, Work Performance Standards, and State
Appraisal process is cause for rejection of this alternative. In addition, some
State agencies could not provide training unless a budget was provided for that
purpose. Training needs that cut across State agencies can best be met from a cost
benefit standpoint through centralized training.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

There would be a lack of consistency in making training decisions because of the
absence of training rules and regulations. No identification of Statewide training
needs would occur, and lack of standardized training could lead to increased incon-
sistency in work performance standards development and supervisory practice. Cour-
ses such as Basic Supervision, Advanced Supervision and Basic Management offerings
would be eliminated for many agencies. That training would be obtained from outside
training sources at a substantial increase in cost. Agencies without a training
budget would not have training opportunities available for their employees. This
would result in inequities for employee development throughout State government. In
summary, the RD & T section would be unable to provide the mandates listed in number
2. '
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6. PROGR(TT;j)PUTS ACCOMPLISHED BY PROVIerj:TTBDING FOR THIS LEVEL OF THE (i:fgﬁon PACKAGE :

1. A minimum of 73 training courses will be offered in the following catagories:

Essentials of Management . Employee Appraisal : EX HIBIT C
Elements of Supervision ' Work Performance Standards
Oreientation to State Government

2. All training rules and regulations will be revised for approval by the State
Board of Examiners and the Personnel Advisory Commission.

3. A re-assessment of training needs of State employees will be completed and the
results distributed to State agencies. Results will be tabulated and reviewed

for future training needs.

7. BUDGET INFORMATION:

_ CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $104,161 $116,403
OTHER ;
EXPENDITURES::
PERSONNEL (4 POSITIONS) $ 82,434 $ 94,143
OUT-OF-STATE TRAVEL 0 0
IN-STATE TRAVEL : 1,250 2,350
OPERATING 10,477 9,910
EQUIPMENT 0 0
OTHER (TRAINING) - 10,000 ,000
TOTAL $104,161 $116,403
wal.8
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&e pEc1s{_ ) JCKAGE - Fiscal Year( ) _XX

Fiscal Year 1981

LEVEL: CURRENT FUNDING LEVEL Ex
DECISION UNIT: Resource Development & Training/Nevada State Personnel ﬁ&b5§&$n I

T——y

DECISION PACKAGE: 20f 3

{
OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To maintain the current level of the State training function as mandated by NRS 284.
343, the Nevada State Board of Examiners, and the Personnel Advisory Commission.

This includes the development of Statewide training rules and regulation for classi-
fied employees; assessment of training needs; monitoring training activities; develop-
ing, conducting or arranging for training that has applicability to all State agen-
cies; and some training assistance to State agencies at their request.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

This funding level will provide for standardization of Statewide training rules and
regulations, the identification of training needs for State employees, and standar-
dized instruction in the areas of Basic Supervision and Management, Performance Ap-
praisal, Performance Standards, Communications Skills, Orientation to State Govern-
ment, Office Organization, some employee/employer relation courses, and other
mentioned in number 6. It will provide the same level of opportunity for: In-
creased efficiency and effectiveness; employee development; and preparation for
advancement through an improved State work force as FY 1979, with the exception of
the Las Vegas and rural areas (Note: Travel limitations for instructors. Benefit
will be provided to approximately 1,800 employees through 95 course offerings.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Alternative #1 - Contract out all training. The primary reason for rejecting this
alternative is cost. An example of comparison cost is: In 1978 the RD & T section
trained 101 employees in Essentials of Management (a 3 day certified American Manage-
ment course) involving 192 instructor hours. Cost was $10.50/employee for materials
for a total of $1,060.50. Instructor time equaled $11.00/hour for a total of
$2,129.28. Total course cost was $3,179.78. The same basic 3 day management course
provided by American Management Association instructors would cost $520.00/employee,
for a total cost of $50,520.00 if 101 employees received the training.

Alternative #2 - Let individual agencies provide their own training. There are
three primary reasons for rejecting this alternative. First, standardization of
instruction of courses now offered through the RD & T section would be lost.
Secondly, not all agencies have training budgets. Therefore, a segment of the
workforce would be omitted from training. The third aspect of this alternative is
the long term result of this approach could be more costly, as is many times the
case when overhead costs of decentralization are compared to a centralized function.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The current level of instructional courses offered would be reduced by 23.5%.
Actual courses offered would be 73 and the training benefit would be limited to
approximately 1,375 employers. Course offerings would be mostly limited to Orien-
tation to State Government, Work Performance Standards, Employee Appraisal, Essen-

-tials of Management and Elements of Supervision. In addition, we would be losing

ground based on the curreat turnover rate of 18%. This is coursing based on 9,000
employees, 1,620 new employees/year.
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6. PROGR ’\TPUTS ACCOMPLISHED BY PROVIQ]/\JAXNDING FOR THIS LEVEL OF THE T JON PACKAGE:
sy - o ,\/\

1. A minimum of 95 training courses will be offered from the following catagories

with limited offerings in Las Vegas. . ¥ ps

; "y
Essentials of  Management Written Communications -‘o/;
Elements of Supervision Employee/Employer Relations (4
Employee Appraisal Oral Examination Techniques
Office Organization Improving Interpersonal Relations
Affirmative Action Orientation to State Government
Cultural Awareness Training for Trainers
The Troubled Employee Decision Making Techniques

Work Performance Standards First Aid

2. All training rules and regulations will be revised for approval by the State
Board of Examiners and the Personnel Advisory Commission.

3. A re-assessment of training needs will be completed and distributed to State
agencies. Results will be tabulated and reviewed for future needs.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY_79)
FUNDING: —_ — s
GENERAL FUND ;
PERSONNEL ASSESSMENT $22,113 $126,274 $116,403
OTHER
EXPENDITURES :
PERSONNEL (5.5 POSITIONS) $21,898 $104,332 $ 94,143
OUT-OF-STATE TRAVEL 215 215 0
IN-STATE TRAVEL o 0 1,250 2,350
OPERATING 0 10,477 9,910
EQUIPMENT 0 0 : 0
OTHER (TRAINING) 0 10,000 10,000
TOTAL  $22,113 $126,274 $116,403
2250
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= . Fiscal Year

(n\/H) _ DECISIO KAGE Fiscal Year <i§§é> XX
S 4
' T - 81

LEVEL: ENHANCED FUNDING LEVEL . _
DECISION UNIT: Resource Development & Training/Nevada State Personnel Division
pl. _ ¥ P
DECISION PACKAGE: 3 0of 3 ‘g, ;
¢
OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE: T -

To increase the current level of the State training function as mandated by NRS
284.343, the Nevada State Baord of Examiners and the Personnel Advisory Commission.
This includes the development of Statewide training rules and regulations for classi-
fied employees; assessment of training needs; monitoring training activities; develop-
ing, conducting or arranging for training that has applicability to all State agen-
cies in the regional areas of the State; and training assistance to State agencies

at their request.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

This funding level will provide an increment increase over the current level of
funding for improving the training service level in the Las Vegas and rural areas of
the State, and provides for increased contract training services to meet the needs
of top and middle managers. It would re-establish Defensive Driving as a regular
course offering. It would also provide for equipment replacement.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Maintain the status quo. Could be a viable alternative if the State does not
desire commitment in the areas listed in number 3.

2. Let the agencies provide the majority of training for their managers and em-
ployees in Las Vegas and the rural areas. This would be workable for those
agencies with adequate budgets, but would result in inequities for agencies
without sufficient funds for training.

3. Eliminate the requirement for Defensive Driving. This could save the State in
excess of $4,000.00 annually. A possibility, depending on its desirability.

4. Eliminate all equipment replacements. Long term impact of this could cost
more, i.e., repair costs adding to the inevitable replacement costs.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The State training functions would basically remain at the status quo, with the
exception of providing less service to Las Vegas and the rural areas because of a
limited travel budget for trainers. Some progress and expansion of courses could be
implemented as outlined in the current funding level decision package.

PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

This funding increment would provide an increase over the current level to the
following extent:

1. It will increase the RD & T instructional offerings by a minimum of 23.5% or 22
additional courses. The major benefit of these courses would be in Las Vegas.

2. It would provide training for a minimum of 25 managers in skill areas defined
through assessment center techniques and prioritized on a needs basis.
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3. __~._4ald re-establish Defensive D{::::) as a regular course for a11<::jjl
employees. A target number would be 1,200 employees trained.

EX HIBIT ¢ J

4. It would provide for the replacement of one 16 mm projector.

7. BUDGET INFORMATION:

CURRENT
THIS , CUMULATIVE . YEAR
INCREMENT TOTAL (FY _79)
FUNDING: - -
GENERAL FUND :
PERSONNEL ASSESSMENT $22,246 $148,520 $116,403
OTHER
EXPENDITURES :
PERSONNEL $ 4,568 $108,900 $ 94,143
OUT-OF-STATE TRAVEL 35 250 0
IN-STATE TRAVEL 0 . 1,250 2,350
OPERATING 1,043 11,520 9,910
EQUIPMENT 1,600 - 1,600 0
OTHER (TRAINING) 15,000 25,000 10,000
TOTAL  $22,246 $148,520 $116,403
;d :.h :‘&-z
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e pECIS(_ )CKAGE . Fiscal yeaO XX

I

Fiscal Year i§81

) X
LEVEL: MINIMUM FUNDING LEVEL Hy 8,
DECISION UNIT: Productivity/Nevada State Personnel Division / ¢

DECISION PACKAGE: 1of 3 : b

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

The objective of the productivity program is to maximize output per unit of imput,
reduce costs, increase operating efficiency, without hindering the quality of the
final product. The methodology includes work sampling, position audits, work flow
charting, analysis of work distribution, analysis of past and present workload data,
analysis of budget narratives, procedures and operational manuals plus comparisons
with similar agencies in other jurisdictions and private sector organizations when
feasible.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Based on data supplied by private consulting firms in the private sector and sub-
stantiated by our own experience over the past biennium, we can make the following
two assumptions regarding the results of a productivity program: (1) One analyst
should be able to cover from 175-200 employees per year; (2) A productivity program
can return $3 or more for every dollar expended in operations analysis.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

In order to retain a productivity program for the State, two alternatives exist.

(1) Use of private consulting firms. This alternative was rejected due to the cost.
Private consulting firms typically bill time out at a rate of between $300-$450 per
day per analyst. This compares to a cost of $60-$70 per day per analyst by having
State funded positions staff the program. (2) The second alternative is to place
responsibility with the operating agencies. Historically, this has not proven
effective. There is the possibility the agency may not be objective regarding their
own programs. It is always more difficult for internal personnel to conduct an
unbiased analysis on an operation they have been apart of for a number of years.
Finally, you lose the advantage of having an outside neutral group analyzing a
program they have no vested interest in. ’

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Given the assumptions in paragraph #3 regarding output per analyst, plus our experi-
ence over the past two years, we can estimate the loss of savings potential to the
State. Funding a level below the minimum level would leave the program with two
professional level positions at the most. At this staffing, it would take approxi-
mately five years to study an agency of 1,000 employees. We question the value of a
program staffed at.this level with returns at a 2 to 1 level or below.
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6. PRO(C_ﬂﬂ’PUTS ACCOMPLISHED BY PROVI@UN’DING FOR THIS LEVEL: OF THE@ION PACKAGE:

Specifically we would expect: ) 5*
Generated Savings = $234,047 - $276,601 Ky
Positions Covered = 525 - 600 0/7
¢
7. BUDGET INFORMATION: TNo
. - CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND $116,604
PERSONNEL ASSESSMENT $107,638 4,356
OTHER
EXPENDITURES:
PERSONNEL (4 POSITIONS) $94,633 $108,204
OUT-OF-STATE TRAVEL 0 0
IN-STATE TRAVEL 1,250 2,350
OPERATING : 11,755 10,406
EQUIPMENT 0 0
OTHER 0 0
TOTAL $107,638 $120,960
2i3i%
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Ci) pEc1s{ ) )CKAGE Fiscal Year(( ) XX

Fiscal Year 1981

LEVEL: CURRENT FUNDING LEVEL ' &y
DECISION UNIT: Productivity/Nevada State Personnel Division ‘&/0/
’

~

>~

DECISION PACKAGE: 2 0f 3 ¢

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

The overall objective remains the same for all funded levels of a productivity program.
The expected results of maximizing output, reducing costs, increasing operating effi
ciency, enhanced work methods are expected results of such a program. The variable

is the amount of potential savings to be realized. As the program is expanded, the
savings potential should increase by a multiple amount.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Using the data supplied to us by private consulting firms and looking at the results
of our own program, the proposed current funding level would increase the number of
positions which would be studied and increase the total savings potential by a 3:1
multiple.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Two basic alternatives always exist to the productivity program as it now exists.

" (1) Use of outside consulting firms. The major disadvantage is substantially higher

costs. $300-3450 per day per analyst versus $60-$70 per day per analyst for State
funded positions. (2) Let the operating agencies conduct their own in-house studies.
The problem with this alternative is a possible lack of objectivity in conducting
the studies and lack of implementation once the studies are completed.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Given the assumptions in paragraph #3 regarding the output level per analyst plus the
actual results over the last biennium, we can estimate the decrease in savings
potential which would occur by cutting back to the minimum level. The savings
generated over the last biennium amounted to approximately $700,000. By dividing
that figure in half, we arrive at $350,000 per year generated by four full time
analyst positions. If we cut one half time analyst position, we can assume the
reduction in total savings potential will be approximately $87,500 ($350,000 divided
by 4).
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6. PROdL ﬁ\:}TPUTS ACCOMPLISHED BY PROVIﬂ:“:jijDING FOR THIS LEVEL OF THE(Fj:i>ION PACKAGE :

The projections based in this section are based on the results achieved over the

last two years.
Generated Savings =
Positions Covered =

7. BUDGET INFORMATION:

FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT
OTHER

EXPENDITURES:

PERSONNEL (5.5 POSITIONS)
OUT-OF-STATE TRAVEL
IN~-STATE TRAVEL
OPERATING
EQUIPMENT
OTHER
TOTAL

$321,547-$364,101

700-800

THIS
INCREMENT

$ 19,986

$19,771
215

0

0

0

0
$19,986
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In the fiscal year 1980 we would expect:

CUMULATIVE
__TOTAL

$127,624

$114,404
215
1,250
11,755

0
0
$127,624

Ey
” .
’8,7

¢

~

S~

CURRENT
YEAR
(FY 79)

$116,604
‘4,356

$108,204
0

2,350
10,406
0
0

$120,960
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(::::> DECISﬂ::;i:hKAGE Fiscal Year(Z:i:) XX

Fiscal Year 1981

LEVEL: ENHANCED FUNDING LEVEL ' &,

DECISION UNIT: Productivity/Nevada State Personnel Division /9/0
/;1

DECISION PACKAGE: 30of 3 Ve,

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

An enhanced funding level would generate a greater savings potential and a greater
number of positions covered during the year. As stated before, the objectives of a
productivity program do not vary with the level of funding. Only the amount of
savings generated and number of positions covered would vary.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

We have not asked for an enhanced funding level other than an allowance for infla-
tionary effects on cost areas. The benefits derived from the program would be those
listed in the current funding level package.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

The alternatives are those spelled out in both the minimum and current funding levels.
That is, private consultants or having agencies doing in-house studies.

COﬁSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The consequences of not funding this level correspond to those listed in the current
funding level package. The potential savings would decrease by approximately $87,500.

P - 4>
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6. PROG(::ZZBTPUTS ACCOMPLISHED BY PROVId(i:::LNDING FOR THIS LEVEL OF THE(i::i)ION PACKAGE:

The outputs or accomplishments to be expected by this funding level would correspond

to the current funding level package.
Generated Savings $321,547-$364,101

Positions Covered = 700-800 4tf
. %,
s,
7
Q
7. BUDGET INFORMATION: ] S,
CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND $116,604
PERSONNEL ASSESSMENT (-)$ 7,089 $120,535 4,356
OTHER
EXPENDITURES:
PERSONNEL (5.5 POSITIONS) (-)$11,544 $102,860 $108,204
OUT-OF-STATE TRAVEL 35 250 0
IN-STATE TRAVEL 0 1,250 2,350
OPERATING 4,420 16,175 10,406
EQUIPMENT 0 0 0.
OTHER 0 0 0

TOTAL (-)5 7,089 $120,535 $120,960
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(T:ii> ' DECIS(ijrjkCKAGE Fiscal Yeaﬁ(jrfjb XX

Fiscal Year -1981

LEVEL: MINIMUM LEVEL FUNDING

DECISION UNIT: Employee Relatioms, Payroll & Records/Nevada State Personnelf%av151on
7

DECISION PACKAGE: 1of 3 ' e,

b
OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE: e

AN

(1) Provide a minimum centralized employee relations functions for State government;
monitor and direct labor communications; conduct labor negotiations for the execu-~
tive branch; monitor employee discipline activities; advise the Chief and State
agencies regarding proper labor relation activities; develop minimal programs for
labor relations training. Functions are set forth in NRS 284. Olo(d), .105-2(e) &
(£), .125-1(c), .155 =1 and 3.

(2) Maintain and monitor all State employees service records; monitor assignments of
all employees to proper salary grades and steps; review for compliance of all em-
ployee action forms; provide a system for minimal employment statistics. Fulfill
functions as set forth in NRS 284.105-2(d), .125-2, and .185.

(3) Serve as the payroll master for all executive branch agencies except the Univer-
sity, Highway, NIC and Retirement System. The payroll functions issues and distri-
butes bi-weekly paychecks to approximately 6,500 employees amounting to $91,000,000
per year,

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

(1) The employee relations function is a benefit to the State in helping plan,
direct and unify management activities in employee-employer relationships; insures a
coordinated and acceptable effort by the executive branch in negotiation and com-
munication with employee representatives; provides minimal balance to employee
organization activities.

(2) Record control guards against incorrect or improper pay actions in the various
State agencies. Statistical information for decision making is maintained at a
minimal level. :

(3) The payroll function is centralized resulting in a reduced cost; provides better
coordination between the monitoring of records and the payroll function.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

(1) Contracting of the employee relations function is counter productive. It will
produce a loss of centralization and control and will create additional costs.

(2) Records canmot be contracted as access and control of information is lost.
Additional computerization will not result in reduction of costs. Decentralization
of record maintenance and monitoring to the various agencies is unacceptable due to
loss of control and information.

(3) Further computerization of payroll will not reduce cost. Contracting or decen-
tralizing produces loss of control and increased cost.
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5. CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE /0[

(1) Emvloyee relations will not be funded at a level to protect the public 1nteres€
Any reduced level will put the State at a great disadvantage to the employee repre- ~
sentatives. Neither centralization of labor relations nor proper negot1at10n would
be possible. Result - employee organization domination.

(2) Record activity will not provide for adequate monitoring. A huge pyramid of
Lacklog filing will occur. Files will be out of date and useless for recall. The
result will be useless information and loss of control of pay activities.

(3) Lower level of funding will greatly increase the odds of missing bi-weekly
deadlines resulting in late paychecks. Errors in payroll will increase. There will
be no monitoring of agency payrolls not under the central system. Result - employee
disenchantment and loss of pay control.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

(1) Planning and centralization of employee relations activities will continue; good
faith negotiations can be accomplished; monitor and channelization of communications
with employee representatives will continue; creation of centralized activity in
employee-management relationships will be maintained; a minimal training of manage-
ment in labor relation concepts will be developed. N

(2) A backlog of two weeks in filing and logging of records; minimal data retrieval
with no ability for analyzation; proper monitoring of positions and pay within 5
days of receiving; distribution of proper records to the agencies within 2 days of
receiving documents. Security of files will diminish over present level.

(3) Payroll will be issued on time every pay period; quarterly overview and moni-
toring of all other payroll centers.

7. BUDGET INFORMATION:

_ CURRENT*
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $ $ 59,542 $102,730
PERSONNEL PAYROLL ASSESSMENT 378,292 183,577
OTHER (717-1362 INTERGOVERNMENTAL
PERSONNEL) $ 40,222
EXPENDITURES: (717-1363 PERSONNEL
DIVISION)
PERSONNEL (8 POSITIONS) : $151,316 $108,948
OUT-OF-STATE TRAVEL . ; 107 0
IN-STATE TRAVEL ‘ 1,260 0
OPERATING ' 41,151 31,259
EQUIPMENT : 5,000 2,100
OTHER (PAYROLL-CDP COSTS) 239,000 144,000
TOTALS $437,834 ‘iﬁsz ,307
) ¥ I .
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*EXPENDITURES: (717-1362 INTERGOVERNMENTAL
PERSONNEL)
(EMPLOYEE RELATIONS IPA GRANT 79NV01C(4))

FUNDING:
FEDERAL -  $36,087
STATE - 4,135

PERSONNEL (1 POSITION)
OUT-OF-STATE TRAVEL
IN-STATE TRAVEL
OPERATING
TRAINING

TOTAL

43

@.

&
4,
0//\
4

~

$ 23,318
1,500
1,040

13,789
500

$ 40,222
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(i:iJ> DEcxs(::i:lchcE Fiscal Yeaéc:ii:b XX

Fiscal Year 1981

LEVEL: CURRENT LEVEL E ' £y y
DECISION UNIT: EMPLOYEE RELATIONS, PAYROLL AND RECORDS g, .
/
A
DECISION PACKAGE: "2 of 3 ' ~
) e, \
OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE: v

(1) Provide centralized employee relations functions for State government; monitor
and channelize labor communications; conduct labor negotiations for the executive
branch; monitor employee discipline activities; advise State agencies regarding
proper labor relation activities; develop minimal programs for labor relationms
training. Functions are set forth in NRS 284.010(d), .105-2(e) & (f), .125-1(c),
.155 -1 and 3.

(2) Maintain and monitor all State employees service records; monitor assignments of
all employees to proper salary grades and steps; review for compliance of all
employee action forms; provide system for minimal employment statistics. Fulfills
functions as set forth in NRS 284.105-2(d), .125-2, and .185.

(3) Serve as the payroll master for all executive branch agencies except the Univer-
sity, Highway, NIC and Retirement System; issue and distribute bi-weekly paychecks
to approximately 6,500 employees amounting to $91,000,000 per year.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

(1) The employee relations function is a benefit to the State in helping plan,
direct and unify management activities in employee-employer relationships; insures
an acceptable effort by the Administrative branch in negotiation and communication
with employee representatives; provides minimal balance to employee organization
activities.

(2) Record control guards against costly and/or illegal pay actions of the various
State agencies. Statistical information for decision making is maintained at a
minimal level.

(3) The payroll function is centralized resulting in a reduced cost to the State;
provides better coordination between the monitoring of records and the payroll
function.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

(1) Contracting of employee relations function is counter productive. It will
produce a loss of centralization and control and will create additional costs.

(2) Records cannot be contracted as access and control of information is lost.
Additional computerization will not result in reduction of costs. Decentralization
of record maintenance and monitoring to the various agencies is unacceptable due to
loss of control and information. '

(3) Further computerization of payroll will not reduce cost. Contracting or decen-
tralizing produces loss of control and increased cost.
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5. CONSCA\/~>ES OF NOT FUNDING THIS LEVEﬂrﬂJﬁjHE DECISION PACKAGE: (j:/\>

(1) Employee relations will not be funded at a level to protect the pub11d° terest.
Any reduced level will put the State at a great disadvantage to the employee4€;pre-
sentatives. Neither centralization of labor relations nor proper negotiation qpuld

be possible. Result - employee organlzatlon domination. ,‘

<

(2) Record activity will revolve only around monitoring. A backlog of filing and -
logging will begin. Files will be out of date and useless for recall. The result N
will be useless information and loss of control of pay activities.

(3) Lower level of funding will greatly increase the odds of missing bi-weekly
deadlines resulting in late paychecks. Errors in payroll will increase. There will
be no monitoring of other agency payrolls. Result - employee disenchantment and
loss of pay control.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

(1) Planning and centralization of employee relations activities will continue; good
faith negotiations will be accomplished; monitor and channelization of communica-
tions with employee representatives will continue and increase; a minimal training
of management in labor relation concepts will be developed.

(2) A back log of 2 weeks in filing and logging of records; minimal data retrieval
with no ability for analyzation; proper monitoring of positions and pay within 5
days of receiving; distribution of proper records to the agencies within 2 days of
receiving documents.

(3) Payroll will be issued on time every pay period; quarterly overview and moni-
toring of all other payroll centers.

7. BUDGET INFORMATION:

CURRENT+*
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $ 6,108 $ 65,650 $102,730
PERSONNEL PAYROLL ASSESSMENT 378,292 183,577
OTHER (717-1362 INTERGOVERNMENTAL
PERSONNEL) $ 40,222
EXPENDITURES: (717-1363 PERSONNEL
DIVISION)
PERSONNEL (8 POSITIONS) 0 $151,316 $108,948
OUT-OF~STATE TRAVEL 108 : 215 0
IN-STATE TRAVEL 1,000 2,260 0
OPERATING 0 41,151 31,259
EQUIPMENT 5,000 10,000 2,100
OTHER (PAYROLL-CDP COSTS) 0 239,000 144,000
TOTALS $ 6,108 $443,942 $286,307
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EXPENDIT(iva/er;7-1362 INTERGOVERNMENTAL(::::> ,(::::)

-

PERSONNEL)
(EMPLOYEE RELATIONS IPA GRANT 79NVO1C(4)) : &
FUNDING: %,
FEDERAL -  $36,087 Gt s
STATE = - 4,135 , 2
$40,222 : "
PERSONNEL (1 POSITION) : $ 23,318
OUT-OF-STATE TRAVEL 1,500
IN-STATE TRAVEL 1,040
OPERATING 13,789
TRAINING 500
TOTAL § 40,222
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Fiscal Year 1981

LEVEL: ENHANCED LEVEL , | <
DECISION UNIT: Employee Relations, Payroll and Records/State Personnel Divﬁﬁegn

) /
DECISION PACKAGE: 3 of 3 L7 -

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

~

(1) Provide centralized employee relations functions for State government; monitor,
channelize and improve labor communications; conduct labor negotiations for the
executive branch; monitor and refine employee discipline activities; serve as
advisor to the Chief and State agencies regarding proper and efficient labor rela-
tion activities; develop encompassing programs for labor relations training; study
and implement systems for improved productivity through proper labor relation tech~-
niques. Functions are set forth in NRS 284.010(d), .105-2(e) & (f), .125-1(c), .155
-1 and 3.

(2) Maintain and monitor all State employees service records; monitor and approve
assignments of all employees to proper salary grades and steps as set forth by law
and regulations; review for proper compliance of all employee action forms; provide
a system for adequate employment statistics. "Fulfills functions as set forth in NRS
284.105-2(d), .125-2, and .185.

(3) Serve as the payroll master for all executive branch agencies except the Univer-
sity, Highway, NIC and Retirement System. The payroll functions issues and distri-
butes bi-weekly paychecks to approximately 6,500 employees amounting to $91,000,000
per year. ; :

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

(1) The employee relations function serves as a benefit to the State in helping
plan, direct and unify management activities in employee-employer relationships;
insures a progressive effort by the executive branch in negotiations and communi-
cation with employee representatives; provides proper balance to employee repre-
sentative activities.

(2) Record control is necessary to guard against costly and/or illegal pay actions
of the various State agencies. Statistical information is maintained at proper
level for proper tools in decision making.

(3) The payroll function provides for centralization resulting in a reduced cost to
the State. It also provides better coordination between the monitoring of records
with the payroll function. The funding level is adequate to perform the function at
a desirable level wich is in the best public interest.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

(1) Contracting of employee relations function is counter productive. It will
produce a loss of centralization and control and will create additional costs.

(2) Records cannot be contracted as access and control of information is lost.
Additional computerization will not result in reduction of staff or costs. Decen-
tralization of record maintenance and monitoring to the various agencies is un-
acceptable due to loss of both control and information.
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(3) Compszzg;;gtion of payroll is almost tgt;i;zximum level now. Further efg;;;;?

will not reduce cost. Contracting or decentralizing produces loss of contro%band
increased cost.

4
. 7/
5. CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE: 65
-2
(1) Employee relations will not be funded at a level necessary to adequately proﬁggt
the public interest. A reduced level will put the State at a disadvantage to the U
employee representatives. Centralization of labor relations and proper negotiation
would be carried on a minimal level. )
(2) A backlog of filing and logging will begin. No ability to analyze statistical
information.
(3) Lower level of funding will cause straining of staff ability; increase the
potential for missing bi-weekly deadlines resulting in late paychecks. Errors in
payroll will increase. There will be minimal monitoring of other agency payrolls.
6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:
(1) Planning and centralization of employee relations activities will continue and
improve; good faith negotiations with proper preparation can be accomplished; monitor-
ing and channelization of communications with employee representatives will continue
and increase; creation of centralized activity in employee-management relationships
will be maintained; adequate training of management in labor relation concepts will
be developed; development of proper communications with employees and management;
_ability to address productivity efforts through proper use of personnel practices.
(2) No back log in filing and logging of records; minimal data retrieval can be
maintained with adequate ability for amalyzation of material; proper monitoring of
control of positions and pay within 3 days of receiving; distribution of proper
records to the agencies within 2 days of receiving documents. CETA is now used to
supplement staffing; loss of the position under this level will not cause harm to
the system. |
(3) Payroll will be issued on time every pay period; quarterly overview and moni-
toring of all other payroll centers; attention to computer use and cost and modern-
ization of systems can begin; increased ability for data retrieval and analysis.
7. BUDGET INFORMATION:
CURRENT#
THIS CUMULATIVE YEAR
FUNDING: INCREMENT TOTAL (FY 79)
GENERAL FUND
PERSONNEL ASSESSMENT $ 70,862 $136,512 $102,730
PERSONNEL PAYROLL ASSESSMENT (-) 15,000 363,292 183,577
OTHER (717-1362 INTERGOVERNMENTAL
PERSONNEL) $ 40,222
EXPENDITURES: (717-1363 PERSONNEL
DIVISION)
PERSONNEL (12 POSITIONS) $30,824 $182,140 $108,948
OUT-OF-STATE TRAVEL . 285 500 0
IN-STATE TRAVEL 0 2,260 0
OPERATING 32,927 74,078 31,259
EQUIPMENT 6,826 16,826 2,100
OTHER (-) 15,000 224,000 144,000
TOTALS $55,862 $499,804 $286,307
N 4! ,)
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*EXPENDIT A~f) (717-1362'INTERGOVERNMENTAﬁ:ji:> (::t)

PERSONNEL) : ;
(EMPLOYEE RELATIONS IPA GRANT 79NV01C(4))

; E* #y
FEDERAL - $36,087 A
STATE &= 42135 . "\‘
$40,222

PERSONNEL (1 POSITION) ; $§ 23,318
OUT-OF-STATE TRAVEL 1,500
IN-STATE TRAVEL 1,040
OPERATING 13,789
TRAINING 500

TOTAL $ 40,222
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DEPARTMENT OF ADMINISTRATION

PERSONNEL DIVISION

ZERO BASE BUDGET

Decision Package Ranking

for FY 1981

Budget Requirements

Rank Decision Package Title X of N Positions Cumulative Decision Pkg. Cumulative
1 Recruit/Exam 1 3 21 21 # 510,378 $ 510,378
2 Recruit/Exam 2 3 .5 21,5 12,553 522,931
3 Administration 1 3 5 26.5 226,795 749,726
4 Administration 2 3 0 26.5 34,330 784,056
3 Class/Pay 1 3 5 31.5 141,843 925,899
6 Employee Rel/PRR 1 3 8 39.5 469,666 1,395,565
7 Resource Dev. § Trng. 1 3 4 " 43,5 112,065 1,507,630
8 Productivity 1 3 4 47.5 115,819 1,623,449
9 Special Services 1 3 8.5 56.0 234,950 1,858,399

10 Class/Pay 2 3 1 57 20,103 1,878,502
11 Special Services 2 3 0 57 2,215 1,880,717
12 Productivity 2 3 1.5 58.5 21,107 1,901,824
l 13 Resource Dev. & Trng. 2 3 1.5 60.0 22,563 1,924,387
14 Employee Rel/PRR 2 3 0 60 1,108 1,925,495
15 Recruit/Exam 3 3 11 71 85,518 2,011,013
16 Special Services 3 3 3 74 1,556 2,012,569
17 Resource Devel § Tr. 3. 3 1 75 18,525 2,031,094
18 Productivity 3 3 0 75 (-)9,073 2,022,021
19 Employee Rel/PRR 3 3 4 79 36,177 2,058,198
20 Class/Pay 3 3 0 " 79 (-)14,093 2,044,105
21 Administration 3 3 0 79. 13,776 2,057,881
Package Levels: 1 = Minimum
2 =.Current (Governor Recommends)
3 = Ephanced (Agency Requests)
2572
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<:>;~/ DECISI KAGE Fiscal Year

Fiscal Year 1981 XX

LEVEL: MINIMUM FUNDING LEVEL
DECISION UNIT: Administration/Nevada State Personnel Division 5}'

. ) #
DECISION PACKAGE: 1l of 3 5/7

A

S~/

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

Provide for the general administration and direction of the State Personnel Division
functions as provided in NRS 284; provide clerical support to all Personnel Division
technical and professional staff through staffing and maintenance of the central
Word Processing Center; provide for agency contract services (Hearings Officer, IBM
Mag Card equipment); legal and court expense; insurance and accounting expenses.

The Administration Section serves as staff to the Personnel Advisory Commission in
the preparation of agendas and related materials requiring Personnel Advisory
Commission review and/or approval.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Funding at this level will enable the Personnel Division to meet the expense in-
volved in providing the absolute minimum acceptable support to functional areas,
user agencies and the Personnel Advisory Commission.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

An alternative to the staffing and maintenance of the Word Processing Center was
considered in the form of contracting these duties to private clerical firms. This
has been implemented to a lesser degree in the transcription of hearings and legal
proceedings however, to contract out all correspondence to private firms would
involve time delays and a level of responsiveness that would be ineffective. Another
alternative considered was the establishment of several smaller word processing
centers or individual clerical support units for each functional area. This was
determined not to be cost effective due to the increased number of new positions in
the clerical area that would be needed to meet the existing service level.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The Nevada State Personnel Division would be unable to carry out the provisions of
NRS 284. :

. 2330




6. PROGg;;;;%;PUTS ACCOMPLISHED BY PROVIDQ;E:;%NDING FOR THIS LEVEL OF THE(;;;;QION PACKAGE:

Funding at this level will enable the Administration staff to carry out at the
minimum possible level the basic duties and responsibilities in planning,‘grganizing,

directing and coordinating all staff sections of the Division in the delivef&&pf
/

personnel services to agencies and the public.

At this level, the Personnel Advisory Commission will be restricted to meeting only C(
four times per year regardless of the number of disciplinary hearings pending, or
the caseload that may be pending with regard to classification actions or rule
implementation requests. This will result in further delays in processing personnel

matters subject to Personnel Advisory Commission review.

In calendar year 1978 the

Personnel Advisory Commission met six times, thus this package would decrease the

number of meetings.

7. BUDGET INFORMATION:

: _ CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $226,795 $232,973
OTHER (717-1362 INTERGOVERNMENTAL $180,000 $311,457
PERSONNEL) '
EXPENDITURES: (717-1363 PERSONNEL DIVISION)
PERSONNEL (5 POSITIONS) $115,533 $104,433
OUT-OF-STATE TRAVEL 0 1,500
IN-STATE TRAVEL 1,000 2,000
OPERATING 110,262 103,040
EQUIPMENT 0 0
OTHER (IPA PROJECT GRANTS MATCH) 0 15,000
(CPS SERVICES: WAGE & SALARY SURVEY) 0 7,000
TOTAL $226,795 $232,973
EXPENDITURES: (717-1362 INTERGOVERNMENTAL PERSONNEL)
FEDERAL FUNDS: $180,000
STATE FUNDS: 0
PERSONNEL (1 POSITION) $ 23,664 $ 46,793
OUT OF STATE TRAVEL 600 2,500
IN STATE TRAVEL 3,171 4,240
OPERATING 9,347 16,542
EQUIPMENT ] 875
TRAINING _ 0 1,211
OTHER (PROJECT GRANTS TO STATE AND LOCAL AGENCIES) 143,218 239,296
TOTAL $180,000 $311,457
3 2531




|

(j:i,, | DECISé;;;;;LKAGE : Fiscal Year<:;;;%

Fiscal Year 1981 XX

LEVEL: CURRENT FUNDING LEVEL &
DECISION UNIT: Administration/Nevada State Personnel Division 4:9

b /
DECISION PACKAGE: 2 0f3 : - o

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

Provide for the general administration and direction of the State Personnel Division
functions as provided in NRS 284; provide clerical support to all Personnel Division
technical and professional staff through staffing and maintenance of the central
Word Processing Center; provide for agency contract services (Hearings Officer, IBM
Mag Card equipment); legal and court expense; insurance and accounting expenses.

The Administration Section serves as staff to the Personnel Advisory Commission in
the preparation of agendas and related materials requiring Personnel Advisory
Commission review and/or approval.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Funding at this level will provide the resources necessary to provide support in the
areas of communications; contracts (IBM typing and transcription equipment), legal
and court expense, insurance, and accounting fees. This funding level provides for
moderate increases in expense areas as a result of inflationary effects on the costs
of printing, phones, and mail and other expense areas subject to economic trends.
This funding level will cause the Personnel Division to operate at the FY 1979 level
of efficiency or lower as there are no provision built into this funding level to
provide for service level increases or extraordinary increases in the various func-
tional areas that will occur.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

An alternative to the staffing and maintenance of the Word Processing Center was
considered in the form of contracting these duties to private clerical firms. This
has been implemented to a lesser degree in the form of transcriptions of hearings
and legal proceedings however, to contract out all correspondence to private firms
would involve time delays and a level of responsiveness that would be ineffective.
Another alternative considered was the establishment of several smaller word pro-
cessing centers or individual clerical support units for each functional area. This
was determined not to be cost effective due to the increased number of new positions
in the clerical area that would be needed to meet the existing service level.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The current level of responsiveness to user agency needs will be diminished result-
ing in greater time delays involving agency staffing and reclassification actions.
A backlog of personnel actions will accrue as a result of the Personnel Advisory
Commission restricted to not more than six one-day meetings per year. Disciplinary
hearings and rule implementation actions on the part of the PAC will be ridden with
such delays that agencies will find it not worth the effort to take disciplinary
actions against problem employees. ° '
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6. PROGg;;:OUTPUTS ACCOMPLISHED BY PROVID}Nﬁi;%NDING FOR THIS LEVEL OF THE DCISION PACKAGE:

Funding at this level would allow for continuance of the capacity for the PAC to

. meet six times per year, and maintenance of an approximate 60 day response time to
appeals of Hearing Officer decisions. However, problems with increased workload at
this level have been encountered in the biennium 1977-79. Meetings have un to
extend from the normal and budgeted one day to two days. Further, the potengial
does exist that upon the completion of factor ranking for the State's classiffé%}ion
system, the number of appeals may increase. < 7

) (A

Funding at this level will allow for continuance of the existing workload capacity

of the Word Processing Section of approximately 13,200 pages per month. However, *

workload for the section has been increasing by an estimated 30 percent per year.

Further, the section has taken on a new responsibility of typing eligibility lists

in November 1977, which has meant added workload.

At this level, the Hearings Officer will maintain capacity to provide 22 hearings
per year, which was the number of hearings in calendar year 1978. This was a slight
increase from the 16 hearings in calendar year 1977.

Funding at this level will allow the IPA program to continue distribution of grant
funds in the nature of $180,000 every year to 5-8 local governments to stimulate
improvement in their personnel systems. The prime difference between the current
level of funding for the IPA program and the minimum level is the provision of funds
to meet matching requirements for IPA grants to the State. In the past calendar
year, this allowad the State to provide improved capacity for employee relations,
and administration of the IPA program.

Funding at this level will enable the Personnel Division to secure the services of
Cooperative Personnel Services (CPS) unit in assisting the data gathering proces for
the Annual State Wage and Salary Survey.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY79)
FUNDING: - SassS e i
GENERAL FUND
PERSONNEL ASSESSMENT $34,330 $261,125 $232,973
OTHER (717-1362 INTERGOVERNMENTAL $25,000 $205,000 $311,457
PERSONNEL)
EXPENDITURES:
PERSONNEL (5 POSITIONS) 0 $115,533 $104,433
OUT-OF-STATE TRAVEL 210 210 1,500
IN-STATE TRAVEL T 2,120 3,120 2,000
OPERATING 0 110,262 103,040
EQUIPMENT 0 0 0
OTHER (IPA PROJECTS GRANTS MATCH) 25,000 25,000 15,000
(CPS SVCS.: WAGE & SALARY SURVEY) 7,000 17,000 7,000
TOTAL $34,330 $261,125 $232,973
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EXPENDITURES: (717-1362 INTERGOVERNMENTAL PERSONNEL) &y
FEDERAL FUNDS:  $180,000 _ 4,
STATE FUNDS: 25,000 : é, .
$205,000 ‘o
~N
PERSONNEL (1 POSITION) 0 $ 23,664 $ 46,793
OUT OF STATE TRAVEL 0 ' 600 2,500
IN STATE TRAVEL 0 3,171 4,240
OPERATING 0 9,347 16,542
EQUIPMENT 0 0 0
TRAINING 0 0 1,211
OTHER (PROJECT GRANTS) 25,000 168,218 239,296
TOTAL $25,000 $205,000 $311,457
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<i:=-f : DECISItw rACKAGE Fiscal Year<j::;z

Fiscal Year 1981 XX

LEVEL: ENHANCED FUNDING LEVEL
DECISION UNIT: Administration/Nevada State Personnel Division

DECISION PACKAGE: . 30f3 4,

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To improve methods of personnel administration in the executive- department of the
State through an increased level of resources in the areas within this decision
package.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Increased funding above the Current Funding Level package will result in improved
personnel services to agencies and the public as a result of the ability to provide
greater funding support to Divisional program areas. Improved administration will
result in an expanded emphasis in the area of employee development and training;
greater commitment towards the completion of productivity analysis in all State
agencies; an enhanced level of communication with agencies and the Nevada citizenry
as a result of increased responsiveness as a result increased administrative support
for these functional areas.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

An alternative to the staffing and maintenance of the Word Processing Center was
considered in the form of contracting these duties to private clerical firms. This
has been implemented to a lesser degree in the transcription of hearings and legal
proceedings however, to contract out all correspondence to private firms would
involve time delays and a level of responsiveness that would be ineffective. Another
alternative considered was the establishment of several smaller word processing
centers or individual clerical support units for each functional area. This was
determined not to be cost effective due to the increased number of new positions in
the clerical area that would be needed to meet the existing service level.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The Personnel Division will operate at the FY 79 service level or marginally lower
should the Division be confronted with increased disciplinary hearings before the
Personnel Hearings Officer, or Personnel Advisory Commission, or any other legal
action that would have a negative impact upon the Division budget. Not funding this
package will eliminate the safeguards that have been built into this budget level to
adequately provide personnel services to the State agencies and the public.
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6. PROé;;gj;%TPUTS ACCOMPLISHED BY PROVIDuwisr ING FOR THIS LEVEL OF THE w.2c:SION PACKAGE:

The Personnel Advisory Commission will have the resources necéssary at this gpndlng
level to meet the increased workload levels expected in the next biennium an «&e uce
the response time to hearing requests to an average of 45 days allowing the Commisa

sion to meet 8 times per year. ‘r "

~

Funding at this level will allow the Word Processing Section to meet the increased
30 percent workload per year through machine improvements, not increases in staffing.
As the Word Processing Section functions in support of Recruitment and Examinint,

and Classification and Pay, increases in the workload of these units will neces-
sarily result in workload increases for Word Processing. If these workload in-
creases are not met with increased word processing capacity, it is expected that the
timeliness of response time to line agency needs in recruitment and classification
will worsen.

The Hearings Officer, at this funding level, will have the capacity to handle approxi-
mately a third more hearings than the 22 in calendar year 1978.

Additional $5,000 is requested in order to augment State level personnel improvement
programs through the IPA.

7. BUDGET INFORMATION:

. CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY79)
FUNDING: - - '““““
GENERAL FUND
PERSONNEL ASSESSMENT $13,776 $274,901 $232,973
OTHER (717-1362 INTERGOVERNMENTAL $ 5,000 $210,000 $311,457
PERSONNEL)
EXPENDITURES :
PERSONNEL (5 POSITIONS) (-)$15,219 $100,314 $104,433
OUT-OF-STATE TRAVEL 1,290 1,500 1,500
IN-STATE TRAVEL 0 3,120 2,000
OPERATING 22,705 132,967 103,040
EQUIPMENT 0 0 0
OTHER (IPA PROJECTS GRANT MATCH) 5,000 30,000 15,000
(CPS SERVICES: WAGE & SALARY SURVEY) 0 7,000 7,000
TOTAL $13,776 $274,901 $232,973
EXPENDITURES: (717-1362 INTERGOVERNMENTAL PERSONNEL)
FEDERAL FUNDS $180,000
STATE FUNDS: 25,000
$205,000
PERSONNEL (1 POSITION) (-)$ 2,892 $ 20,772 $ 46,793
OUT OF STATE TRAVEL 400 1,000 2,500
IN STATE TRAVEL 0 3,171 4,240
OPERATING (-)137 9,210 16,542
EQUIPMENT 0 0 875
TRAINING 0 0 1,211
OTHER (PROJECT GRANTS) 7,629 - 175,847 239,296
TOTAL $5,000 $210,000 $311,457
8 2336
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o DECISIb. ACKAGE Fiscal Year

Fiscal Year 1981 _ XX

LEVEL: MINIMUM FUNDING LEVEL
DECISION UNIT: Special Services/Nevada State Personnel Division €}h0
/
DECISION PACKAGE: _1of 3 4/,
(4
OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE: > ~

To provide for the minimum administration of the Special Personnel Programs of Occu-
pational Assistance (Affirmative Action, Cooperative Personnel Services, and Inter-
governmental Personnel Act). Also budget analysis and the coordination of grievances.
CPS and IPA are funded separately except for 25% match for IPA which is referenced in

the administrative decision unit and $7,000 reimbursement to CPS for assistance in
developing the wage and salary survey for the State, also contained in the Administrative
Section.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Funding at this level will provide the minimum resources necessary to meet fundamen-
tal expenses. Centralization of the above functions has proven to be operationally
effective.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Affirmative Action and Occupational Assistance services could be contracted out
through consultants, however, the costs would be extremely high. Also, there would be
a lack of consistency in the administration of these programs. It is necessary to
maintain uniform guidelines established for these programs.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

There will be no statewide affirmative action program which may subject the State to
many law suits. Personnel services will not be provided to local governments. State
employees will not have counseling services available and there will be a loss of
central budget control.

LA
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6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDﬁ;;(;BNDING FOR THIS LEVEL OF THE 1SION PACKAGE:

OAP Psychologists (2) - each spends an average of 11 hours per case on 144 cases per
year. This represents 1,254 hours in direct client services per year. Ingexcess of
400 hours per year/per Psychologist .(25% of work year) is devoted to traini g$7

' é

Affirmative Action Officer - 500 hours research and revision of plan. Two hundred/

hours outreach recruitment - 200 hours meeting with minority organizations - 400

hours meeting with State agencies and monitoring programs - 200 hours counseling - N
100 hours statistical reports.

Clerical Unit -~ 2 Administrative Aids = 2 CETA employees - 500 calls per day (3 min-
utes per call) = 25 hours/day. Walk in applicants averages 5 minutes/individual - 68
individuals/day for a total of 4.25 staff hours/day. 3.75 staff hours per day
processing 75 applications and 900 pieces of mail.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY_79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $234,950 _ $189,416
OTHER (717-1360 COOPERATIVE PERSONNEL
SERVICES) $ 61,795 $ 56,915
(LOCAL GOVERNMENT CONTRACTS)
EXPENDITURES: (717-1363 SPECIAL PERSONNEL
SERVICES)
PERSONNEL (8.5 POSITIONS) $215,904 - $173,843
OUT-OF-STATE TRAVEL 0 0
IN-STATE TRAVEL 1,200 2,000
OPERATING 17,846 13,573
EQUIPMENT . 0 0
OTHER 0 0
TOTAL $234,950 $189,416
EXPENDITURES: (717-1360 COOPERATIVE
PERSONNEL SERVICES)
LOCAL GOVERNMENT: 61,795
STATE: 0
PERSONNEL (2 POSITIONS) 3 55,003 46,226
OUT-OF-STATE TRAVEL : 500 500
IN-STATE TRAVEL 2,200 2,000
OPERATING 4,092 8,189
EQUIPMENT 0 0
OTHER 0 0
TOTAL $ 61,795 $ 56,915
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(ﬁv/~\ DECISI%?~B*Q¥AGE "Fiscal Year ‘

" Fiscal Year i;éi XX

LEVEL: CURRENT FUNDING LEVEL 4§*
DECISION UNIT: Special Services/Nevada State Personnel Division ,9/

I
DECISION PACKAGE: 20f 3 ‘s

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To provide the continued administration of the Special Services Programs of Occupa-
tional Assistance, Affirmative Action, Cooperative Personnel Services and IPA. Also,
budget review and the coordination of grievances. CPS and IPA are funded separately
except for 25% match for IPA which is referenced in the administration decision unit
and $7,000 reimbursement to CPS for assistance in developing the wage and salary
survey for the State, also contained in the Administration Section.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Centralization of the above functions has proven to be operationally effective. This
allows the other sections to concentrate strictly on their specialized activities.
Funding at this level will provide resources necessary to meet fundamental expenses
at the FY 79 service level.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION: '

Affirmative Action and Occupational Assistant services could be contracted out through
consultants, however, the costs would be extremely high. Also, there would be no
consistency in the administration of these programs. It is necessary to maintain
uniform guidelines established for these programs. ’

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

There will be no statewide affirmative action program which may subject the State to
many lawsuits. Personnel service will not be provided to local governments. State
employees will not have counseling services available and there will be a loss of
central budget control. '
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PROGRA '/i\>UTS ACCOMPLISHED BY PROVIDIQ:f’i:mING FOR THIS LEVEL OF THE D{\ yN PACKAGE:
Occupational Assistance Program Psychologists (2) - each spends an average of 11
hours per case on 144 cases per year. This represents 1,254 hours in direct client
services per year. In excess of 400 hours per year/per Psychologist (25% of work
year) is devoted to training. : 4§k
Affirmative Action Officer - 500 hours research and revision of plan. Two hundﬁga9/
hours outreach recruitment - 200 hours meeting with minority organizations - 400 s
hours meeting with State agencies and monitoring progress - 200 hours counseling =~ N
100 hours statistical reports.
Clerical Unit - 2 Administrative Aids - 2 CETA employees - 500 calls per day (3 min-
utes per call) = 25 hours/day. Walk in applicants average 5 minutes/individual - 68
individuals/day for a total of 4.25 staff hours/day. 3.75 staff hours per day proces-
sing 75 applications and 900 pieces of mail.
7. BUDGET INFORMATION:
CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY _79)
FUNDING: — —_— S—
GENERAL FUND
PERSONNEL ASSESSMENT $ 2,215 $237,165 . $189,416
OTHER (717-1360 COOPERATIVE PERSONNEL
SERVICES) 0 $ 68,795 $ 56,915
(LOCAL GOVERNMENT CONTRACTS) .
(STATE) $ 7,000
EXPENDITURES: (717-1363 SPECIAL PERSONNEL
SERVICES)
PERSONNEL (8.5 POSITIONS) 0 $215,904 . $173,843
OUT~OF-STATE TRAVEL 215 215 0
IN-STATE TRAVEL 2,000 3,200 2,000
OPERATING 0 17,846 13,573
EQUIPMENT 0 0 0
OTHER ‘ 0 0 0
TOTAL $ 2,215 $237,165 $189,416
EXPENDITURES: (717-1360 COOPERATIVE
PERSONNEL SERVICES)
LOCAL GOVERNMENT 61,795
STATE 7,000
68,795
PERSONNEL (2 POSITIONS) 0 55,003 46,226
OUT-OF-STATE TRAVEL 0 500 500
IN-STATE TRAVEL 0 2,200 2,000
OPERATING 0 11,092 8,189
EQUIPMENT 0 0 0
OTHER 0 0 0
TOTAL 0 $ 68,795 $ 56,915
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m DEcxsmmcE Fiscal Year i‘w’\ -

Fiscal Year IQS& XX

LEVEL: ENHANCED FUNDING LEVEL ‘tﬁ
DECISION UNIT: Special Services/Nevada State Personnel Division &

‘8
DECISION PACKAGE: 30of 3 | ‘7

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

To provide for a more effective administration of the Special Personnel Programs of
Occupational Assistance, Affirmative Action, Cooperative Personnel Services and In- -
tergovernmental Personnel Act. Also, budget review and the coordination of grievances.
Cooperative Personnel Services and Intergovernmental Personnel Act are funded sepa-
rately except for 25% match for Intergovernmental Personnel Act which is referenced in
the administration decision unit and $7,000 reimbursement to CPS for assistance in
developing the wage and salary survey for the State, also contained in the Administrative
Section. )

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE .DECISION PACKAGE:

To provide the additional clerical support will eliminate the use of personnel from
temporary funded programs of CETA and WIN. Permanently funded staff positions can be
more effectively trained to perform their responsibilities. Centralization of the
above functions has proven to be operationally effective. Funding at the enhanced
level will allow our clerical unit to function more effectively and stablize.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

To hire consultants and utilize CETA and WIN employees causes high turnover because
these temporary employees seek permanent positions when they are available. The cost
of consultants is considerably higher. There is a need for consistency in the admin-
istration of these programs.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

It will require that we continue to utilize CETA and WIN program personnel which
could result in severe operational problems as a result of inadequate staffing in the
central reception area through the loss of the CETA and WIN personnel.
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i 6. 'PROGR( " PUTS ACCOMPLISHED BY PROVID;K"’"\DING FOR THIS LEVEL OF THE DFT PN PACKAGE:
s ! 3 R
\ Occupational Assistance Program Psychologists (2) - each spends an average of 11
hours per case on 144 cases per year. This represents 1,254 hours in direct client
services per year. In excess of 400 hours per year/per Psychologist (25% of work
year) is devoted to training. 4’67
Affirmative Action Officer - 500 hours research and revision of plan. Two hundrgt{l‘
hours outreach recruitment - 200 hours meeting with minority organizations - 400 41
hours meeting with State agencies and monitoring progress - 200 hours counseling - o
100 hours statistical reports. ~
Clerical Unit - 2 Administrative Aids - 2 CETA employees - 500 calls per day (3 min-
utes per call) = 25 hours/day. Walk in applicants average 5 minutes/individual - 68
individuals/day for a total of 4.25 staff hours/day. 3.75 staff hours per day proces-
sing 75 applications and 900 pieces of mail.
7. BUDGET INFORMATION:
CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $ 1,556 $238,721 $189.416
OTHER (717-1360 COOPERATIVE PERSONNEL ’
SERVICES) (-)$ 8,889 $ 59,906 $ 56,915
(LOCAL GOVERNMENT CONTRACTS) (-)$ 8,889
(STATE) 7,000
EXPENDITURES: (717-1363 SPECIAL
PERSONNEL SERVICES)
| PERSONNEL (8.5 POSITIONS) ©(=)$ 1,786 §214,118 $173,843
OUT-OF~-STATE TRAVEL 535 - 750 0
IN-STATE TRAVEL 0 3,200 2,000
OPERATING 2,807 20,653 13,573
EQUIPMENT 0 0 0
OTHER 0 0 0
TOTAL $ 1,556 $238,721 $189,416
EXPENDITURES: (717-1360 COOPERATIVE
PERSONNEL SERVICES)
LOCAL GOVERNMENT 52,906
STATE 7,000
59,906
PERSONNEL (2 POSITIONS) (-) 6,797 48,206 46,226
OUT-OF-STATE TRAVEL 0 500 500
IN-STATE TRAVEL 0 * 2,200 2,000
OPERATING (-) 2,092 | 9,000 8,189
EQUIPMENT .0 : 0 0
OTHER 0 . 0 0
TOTAL (-)$ 8,889 $ 59,906 $ 56,915
A v
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m ' DECISIomcE
S 4 LT

“Fiscal Year C"’ \
. ok

Fiscal Year 1981 XX

LEVEL: MINIMUM FUNDING LEVEL &
DECISION UNIT: Recruitment & Examining/Nevada State Personnel Division *:y
s

DECISION PACKAGE: 1o0f3 €,

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

By means of a centralized Recruitment and Examination staff in cooperation with

agency personnel staff the section's objectives are:

1. To keep the State merit system in compliance with the intent and legal inter-
pretations of "to provide all citizens a fair-.and equal opportunity for public
service'" (NRS 284.010).

2. To recruit the most qualified individuals for State government.

3. To assist in the maintenance of an effective work force for State services to
the public.

4, To assist the agencies of the State in placing qualified employees into 3,021
projected annual vacancies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

At this program level the predicted benefits are:

1. Minimum steps will be taken toward securing a qualified labor force represen-
tative of the State's residents to implement legislative and execut1ve direc-
tives.

2. Maintain at a minimum level the gains made in achieving consistent job related
selection criterion, instruments and procedures.

3. Maintain the minimal necessary conditions for federal programs and funding
contingent upon fair, equal, and merit employment.

4, Maintain a 10.5 week average time frame to recruit, examine and certify an
eligible list at an efficiency rate of 61%.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL

OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Total decentralization of the examining functions: This alternative was re-
jected because: )

a. It would require a duplication of Recruitment and Examination staff and
services within each State agency resulting in more total staff funded by
the various funding sources, i.e., general fund, highway fund, that is, at

a greater cost to the State.

b. It would result in greater inconvenience and cost to State residents when

applying for employment within the State merit system.

c. It would result in greater inconsistencies without a vigorous aud1t1ng and

monitoring program.
d. It would require the Personnel Division to establish a compliance audit
unit to monitor the personnel actions of the separate agencies.
This would require approximately the same number of staff who would be
performing at a higher level requiring additional salary.
2. Contracting for total Recruitment and Examining SerV1ces This alternative w
rejected because:

a. The projected cost would be significantly greater than the current level
of funding.
b. Sufficient contractors are not available in the State to provide this

level of service for the current number of applicants (29,000 annually).
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CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE: (:P

1. It would no longer be economically feasible to continue Recruitment and amin-
ing function resulting in the termination of recruitment, test developmenty
test administration and certification services.

2. As the result of abolishing the Recruitment and Examining function, the State
would be in jeopardy of losing all federal funding through non-compliance with N
Federal Merit System Regulations.

3. The State also would be in non-compliance of NRS 284.

4. The State would be subject to lawsuits and potential adverse judgments regard-
ing selection techniques.

5. There would be a regression back to a system of employment that would be highly
politicized and not in the public interest.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

1. A 10.5 week average time span from date of request to.fill vacancy to date of
certification when an eligible list must be created.

2. 13.7 hours average time span from time of request to fill vacancy to time of
certification when an eligible list is in existance.

Historically, we have been able to accomplish those levels of outputs only by the

use of overtime, CETA and WIN participants, and diverting staff from management,

development, recruitment and monitoring functions. When this has been done over a

long period of time, turnover of staff has increased up to 200% per year in high

stress areas with up to 40% reduction in staff productivity.

7. BUDGET INFORMATION:

i CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
| " PERSONNEL ASSESSMENT $510,378 $475,050
| OTHER
EXPENDITURES
PERSONNEL (21 POSITIONS) $406,702 $395,188
OUT-OF-STATE TRAVEL 215 0
IN-STATE TRAVEL 6,000 4,800
OPERATING 97,461 75,062
EQUIPMENT 0 0
OTHER . 0 0
' TOTAL $510,378 $475,050
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Fiscal Year C‘“-"’)_

CQ nr.cxsiot"”WAGE
. Fiscal Year 1981 _ XX
LEVEL: CURRENT FUNDING LEVEL
DECISION UNIT: Recruitment & Examining/Nevada State Personnel Division éy,
%,
DECISION PACKAGE: 20f 3 4 /»

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

By means of a centralized Recruitment and Examination staff in cooperation with

agency personnel staffs the section's objectives are:

1. To keep the State merit system in compliance with the intent and legal inter-
pretations of "to provide all citizens a fair and equal opportunity for public
service" (NRS 284.010).

2. To recruit the most qualified individuals for State government.

3. To assist in the maintenance of an effective work force for State services to
the public.

4. To assist the agencies of the State in placing qualified employees into 3,021
projected vacancies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

At this program level the predicted benefits are:

1. Minimum steps will be taken toward securing a qualified labor force represen-
tative of the State's residents to 1mp1ement legislative and executive direc-
tives.

2. Maintain at a minimum level the gains made in achieving consistent job related
selection criterion, instruments and procedures.

3. Maintain the minimal necessary conditions for federal programs and fund1ng
contingent upon fair, equal, and merit employment.

4. Maintain a 9.9 week average time frame to recruit, examine and certify an
eligible list at an efficiency rate of 65%.

'ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL

OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Total decentralization of the examining functions: This alternative was re-
jected because:

a. It would require a duplication of Recruitment and Examination staff and
services within each State agency resulting in more total staff funded by
the various funding sources, i.e., general fund, highway fund, at a great-
er cost to the State.

b. It would result in greater inconvenience and cost to State residents when
applying for employment within the State merit system.

c. It would result in greater inconsistencies without a vigorous auditing and
monitoring program.

d. It would require the Personnel Division to establish a compliance audit
unit to monitor the personnel actions of the separate agencies.

This would require approximately the same number of staff who would be
performing at a higher level requiring additional salary.
2. Contracting for total Recruitment and Examining Services. This alternative was
rejected because:

a. The projected cost would be significantly greater than the current level
of funding. )

b. Sufficient. contractors are not available in the State to provide this
level of service for the current number of applicants (29,000 annually).
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S. CONSé::;;:%S OF NOT FUNDING THIS LEVEL (::::h DECISION PACKAGE:

@

1.

Reduction of recruitment, test development, test administration and certifi-
cation to the critical point of disbanding all recruitment and examination

services.
As the result of the abolishment of the Recruitment and Examining functinéathe

_ State would be in jeopardy of losing all federal funding through non-comp '/pce

with Federal Merit System Regulations. /7
The State also would be in non-compliance of NRS 284. 4
The State would,be subject to lawsuits and potential adverse judgments.

There would be a regression back to the spoils system.

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

2.

3.

A 9.9 week average time span from date of request to fill vacancy to date of
certification when an eligible list must be created through recruitment and
examining.

13.7 hours average time span from time of 'request to fill vacancy to the time
of certification when an eligible list is in existance.

Administer 990 examinations for the projected vacancies.

We have been able to accomplish these levels of, outputs only by the use of overtime,
CETA and WIN participants, and diverting staff from management, development, recruit-
ment and monitoring functions. Historically, when this has been done over a long
period of time, turnover of staff has increased up to 200% per year in high stress
areas with up to 40% reduction in staff production time.

7. BUDGET INFORMATION:

CURRENT
THIS CUMULATIVE YEAR
INCREMENT TOTAL - (FY 79)
FUNDING: '
GENERAL FUND
PERSONNEL ASSESSMENT $12,553 $522,931 $475,050
OTHER
EXPENDITURES:
PERSONNEL (21.5 POSITIONS) $12,553 $419,255 $395,188
OUT~OF-STATE TRAVEL 0 " 215 0
IN-STATE TRAVEL 0 6,000 4,800
OPERATING 0 97,461 75,062
EQUIPMENT 0 0 0
OTHER 0 0 0
TOTAL §$12,553 $522,931 $475,050
18
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(i"ﬁ> DECISqu‘D*jFAGE Fiscal Year
= ) . :

Fiscal Year ‘1581 _XX

LEVEL: ENHANCED FUNDING LEVEL
DECISION UNIT: Recruitment & Examining/Nevada State Personnel Division <:p

DECISION PACKAGE: 3o0f 3 6;
/«

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE: o

By means of a centralized Recruitment and Examination staff in cooperation with

agency personnel staffs the section's objectives are:

1. To keep the State merit system in compliance with the intent and legal inter-
pretations of "to provide all citizens a fair and equal opportunity for public
service”" (NRS 284.010).

2. To recruit the most qualified individuals for State government.

3. To assist in the maintenance of an effective work force for State services to
the public. '

4. To assist the agencies of the State in placing qualified employees into 3,021
projected annual vacancies.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE. DECISION PACKAGE:

At this program level the predicted benefits are:

1. Advance steps taken toward securing a qualified labor force representative of
the State's residents to implement legislative and executive directives.

2 Increase the gains made in achieving consistent job related selection criter-
ion, instruments and procedures.

3. Advance necessary conditions for federal programs and funding contingent upon
fair, equal, and merit employment.

4. Increase to a 7.2 week average time frame to recruit, examine and certify an
eligible list at an efficiency rate of 89 percent.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

1. Total decentralization of the examining functions: This alternative was re-
jected because:

a. It would require a duplication of Recruitment and Examination staff and
services within each State agency resulting in more total staff funded by
the various funding sources, i.e., general fund, highway fund, at a great-
er cost to the State.

b. It would result in greater inconvenience and cost to State residents when
applying for employment within the State merit system.

c. It would result in greater inconsistencies without a vigorous auditing and
monitoring program.

d. It would require the Personnel Division to establish a compliance audit
unit to monitor the personnel actions of the separate agencies.

This would require approximately the same number of staff who would be
performing at a higher level requiring additional salary.
2. Contracting for total Recruitment and Examining Services. This alternative was
rejected because:

a. The projected cost would be significantly greater than the current level
of funding.

b. Sufficient contractors are not available in the State to provide this
level of service for the current number of applicants (29,000 annually).
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S. CONSEg:;;;ES OF NOT FUNDING THIS LEVEL &::::} DECISION PACKAGE: C:::>

1.

2 L o

S

6. PROGRAM OUTPUTS ACCOMPLISHED BY PROVIDING FUNDING FOR THIS LEVEL OF THE DECISION PACKAGE:

Continued delays in filling vacancies because of negative affects of wogﬁloads
over a optimum level. +
Continued high turnover rate which historically has been up to 200% in the ﬁisp
stress areas of the Recruitment and Examining Unit. /
Continued dependence on CETA and WIN participants to maintain workload with
resultant turnover and retraining built in with such temporary positions and
limiting the development and retention of a continuing professional staff.

It would continue the practice and need for the diversion of professional staff
from management and exam/minimum qualification development/validation to tech-
nical level recruitment.

Continued reductions in efficiency levels of production.

’
ax

1.

A 7.2 week average time span from date of request to fill vacancy to date of
certification when an eligible list must be created through recruitment and
examining. )

10.00 hours average time span from time of request to fill vacancies to time of
certification when an eligible list is in existance.

7. BUDGET INFORMATION:

CURRENT
THIS ~ CUMULATIVE YEAR
INCREMENT TOTAL (FY 79)
FUNDING:
GENERAL FUND
PERSONNEL ASSESSMENT $85,518 $608, 449 $475,050
OTHER
EXPENDITURES :
PERSONNEL (32.5 POSITIONS) : $65,549 $484,804 $395,188
OUT-OF~STATE TRAVEL : 685 900 0
IN~STATE TRAVEL 0 6,000 4,800
OPERATING 16,470 113,931 75,062
EQUIPMENT 2,814 2,814 0
OTHER 0 0 0
TOTAL $85,518 $608,449 $475,050
e
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A ' DECISIg;::;zKAGE _ Fiscal Year <:;;}

Fiscal Year 1981 .XX

a

LEVEL: MINIMUM LEVEL _
DECISION UNIT: CLASSIFICATION AND PAY &

' A
DECISION PACKAGE: 1 of 3 ‘s,

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE:

NRS 284.160 and 284.165 which provides for a classification system which will pro-
vide equal pay for equal work. A review of classification requests on individual
positions will be completed with further delays. New positions needing classifi-
cation action prior to being established and filled will be completed. New classes,
as necessary, will be developed and presented to the Personnel Advisory Commission
for approval. Rules and regulations covering classification and compensation will
be administered.

BENEFITS DERIVED FROM FUNDING THIS LEVEL OF THE DECISION PACKAGE:

The present classification system which provides equal pay for equal work will be
maintained with further delays.

ALTERNATIVE METHODS CONSIDERED FOR PERFORMING SAME PROGRAM OUTPUTS FOR THIS LEVEL
OF THE DECISION PACKAGE AND REASON FOR THEIR REJECTION:

Contracting with outside firms or consultants to perform this same service. This
idea has been dismissed for the primary reason that such an agreement results in a
lack of true accountability. Recommendations can be made without appropriate con-
sideration to their ramifications in terms of answering to managers, employees, the
Legislature and the taxpayer. A lack of adequate control in this area could result
in classification and pay recommendations costing far in excess of current salaries
paid State employees. Also at issue are the availability of persons skilled in this
area to produce quality results. The history of classification and interrelation-
ships of positions, so important to this process, would be lost.

Delegation of the position classification process is not workable nor in the best
interest of the taxpayer. To insure equal pay for equal work in all State posi-
tions, the authority for classifying positions must be in a seaprate, centralized
department. Agency position classifiers would be restricted to position comparisons
in their agency only, plus be under the control and influence of their agency
managers.

CONSEQUENCES OF NOT FUNDING THIS LEVEL OF THE DECISION PACKAGE:

Not funding at this level would prohibit carrying out the responsibility for classi-
fying positions as charged under NRS 284.160 and 284.165. There would be no service
or control to assure employees performing similar duties and responsibilities would
be compensated equitably.

Federal funds would be withdrawn for lack of an acceptable merit system. Pay rates
for different positions in State government would vary widely without regard to the
level of duties and responsibilities. The result would be an irresponsible approach
to expenditure of tax monies.

aRLS T
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6. PRocé;ﬁ“uﬁTPUTs ACCOMPLISHED BY PROVID

n;
{;:j:gNDING FOR THIS LEVEL OF THE b_<:dION PACKAGE:

The classification requests on individual positions would be processed in 30 to 45

days. Requests on class series will be processed in 90 days.

Agency or divisions

studies with approximately 250 to 500 employees will be conducted in 240 days. This
staffing level will allow us to process 900 classification studies per yeéar which is
The 300 additional Studies we receive will be not re-

below our current volume.
sponded to until the following year.

Policies and rules on compensation gractices

can be maintained. Inequities on compensation matters can be responded to™ip one
week. Classification staff will be able to travel to Las Vegas once per month/:
Remaining classificatl

studies for that portion of our State will be delayed until the following year. o

perform classification for agencies in Southern Nevada.

7. BUDGET INFORMATION:

FUNDING:

GENERAL FUND
PERSONNEL ASSESSMENT

OTHER (717-1362 INTERGOVERNMENTAL

PERSONNEL

THIS

INCREMENT

(-)$18,578

0 .

(FACTOR RANKING-IPA GRANT78NV04)

EXPENDITURES:

PERSONNEL (5 POSITIONS)

OUT-OF-STATE TRAVEL
IN-STATE TRAVEL
OPERATING
EQUIPMENT
OTHER

TOTAL

*EXPCNDITURES: (717-1362 INTERGOVERNMENTAL PERSONNEL)
(FACTOR RANKING IPA GRANT 78NV04)

FUNDING:
FEDERAL
STATE

PERSONNEL
OUT-OF-STATE TRAVEL
IN-STATE TRAVEL
OPERATING
EQUIPMENT
OTHER

TOTAL

$15,362
468

$15,830

22

CUMULATIVE

__TOTAL

$141,843
0

$122,850
0

1,500
17,493
-0

0
§141,843

CURRENT*
YEAR
FY 79)

$136,693

15,362

$120,058
0

1,500
15,135

0

0
$136,693
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<j:ii> : DECISI&::::EKAGE Fiscal Year <j:i>

Fiscal Year 1981 XX .

LEVEL: CURRENT &
DECISION UNIT: Classification and Pay/State Personnel Division +

DECISION PACKAGE: 2 of 3 . é,

OVERALL OBJECTIVE AND/OR MAJOR FUNCTION OF THIS LEVEL OF THE DECISION PACKAGE: e

N

NRS 284.160 and 284.165 which provide for the classification of positions based on N
equal pay for equal work will be administered. A review of classification requests

on individual positions will be completed. New positions needing classification

action prior to being established and filled will be completed. New classes, as
necessary, will be developed and presented to the Personnel Advisory Commission for
approval. Rules and regulations covering compensation will be administered in a
consistent and equitable manner for all employees. Modernizat