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55.1
Develop a plan for the Commonwealth to use Personnel (human resource management as a strategic tool to drive desired results).
        

55.1.1 Develop the Affirmative Action Program for state agencies.  

· Affirmative Action Plan is current through December 30, 2006.

55.1.2 Develop targeted recruitment plans for females and minorities. 

· Two action plans have been developed:

· Participating in fifteen (15) career fairs to identify and contact female and minority potential state employees.

· Contacting Historically Black Colleges and universities to identify specific minorities in engineering and other technical fields.

55.1.3 Develop training modules for Agencies on EEO related topics for managers and employees.

· One training module is completed and four training modules are in the final phase.

55.1.4 Develop a workforce planning initiative for state agencies. 

· A model for workforce planning has been developed by the Office for Employee and Organizational Development (OEOD) and presented to senior management. A survey to determine what workforce planning/succession planning activities are under way across state government has been created and approved. Electronic survey deployment plans are now being finalized.
 

55.1.5 Develop a system for handling EEO grievances and complaints. 

· Complaint collection & analysis process incomplete.

55.1.6 Develop the vision and plan of action for the Recruitment, Testing and Kentucky Human Resource Information System (KHRIS) projects.

· Career Opportunities:  Project Vision has been defined; Project Plan is in place for the team.  Teams actively working on design and configuration.  80% complete.
· Testing:  Department’s Project Vision has been defined.  Full funding was not received for test replacement process.  A preliminary plan to partner with the Kentucky Department of Libraries and Archives is in draft form. 25% complete.
· KHRIS – HR Administration:  Core requirements have been defined.  Project Vision is created. However the scope cannot be defined until the Vendor is selected.  Project Plan in place for the team.  KHRIS Consultant on-site and a dedicated team are in place. 60% complete.
55.2     Re-engineer key processes and apply technology in order to create an efficient human capital management system.

            

55.2.1 Design and implement a new web-based Recruitment system. 

· Vendor (CGI-AMS BrassRing) selected and dedicated team actively working on the design.  Prototype is being used for design and configuration determination.  Active participation by the agencies is on-going.  50% complete.
55.2.2 Design and implement a new web-based testing system.

· Extensive analysis of current test process complete.  Lack of funding stalled progress.  Team regrouping to reassess partnership opportunities.  5% complete.
 

55.2.3 Produce final design and request for proposal (RFP) for a Kentucky Human Resource Information System (KHRIS).

· RFP Released on May 26, 2006. 100% complete.
55.2.4 Develop a digitized training capability by 30 June 2007. [In February 2006 this objective was combined with and superseded by 55.2.7 below.]
55.2.5 Identify a state-wide safety program to ensure the safety of our employees and the financial stability of our worker’s compensation program.

· The Executive Order signed by Governor Fletcher created a new safety initiative to reduce claims, reduce costs and develop programs to accomplish these goals.

· There is an estimated $6.5 million in reserves to cover workers’ compensation claims.  An actuarial accounting firm audits our liabilities annually and we have reviewed financial statements for that activity.  The state has full taxing authority of the Commonwealth to insure the stability of the program.

· These are all completed.
55.2.6 Develop/implement self-insured health care program in 2006.

· The program has been a success. We were able to maintain employee contributions in 2006 at the same rate as in 2005, due to the change from fully insured to a self-insured program.
For the purpose of the biennial budget, the preliminary health insurance plans for 2007 were developed in late 2005. At that time, we projected premium increases of 9%, and a $5 increase in the office visit co-pay. We have remained vigilant in managing the plan to minimize the need for increases as much as possible. Now, with several months of data from the new plan available, the news is appreciably better than projected. In 2007, a contribution increase of 5.93% is planned; however, we will not be changing co-payment amounts. This increase is 30% lower than our earliest projections and 50% lower than national health trends.
· More detailed information is available upon request.
55.2.7 Establish an increasing trend in the use of technology to deliver services.

· Introduced the use of “Live Help” to deliver immediate service via the web to job applicants.
 

55.2.8 Develop a business case proposal for the CPM program by June 30, 2006.

· This objective has been accomplished.

· The Office for Employee and Organizational Development, with the assistance of Kentucky State University and the Personnel Cabinet, has completed the re-engineering of the Kentucky Certified Public Manager Program® (KCPM).

· Information concerning KCPM changes, costs, benefits, and application process was sent to agency heads on June 30, 2006. All KCPM information was posted to the OEOD website on July 10, 2006. 

 

55.2.9 Develop a plan to improve the quality of performance evaluations throughout Kentucky state government by January 10, 2006.
· This objective has been accomplished.

· A performance evaluation improvement plan was developed and implemented in the first half of FY2006.

55.2.10  Update the Personnel Cabinet’s Communications Plan to incorporate new ways to communicate and educate state employees by January 31, 2007.

· Amount of project (Communication’s Plan booklet) completed / 80% complete.
	Planned Actions/Tasks
	Status
	Start Date
	Expected Completion Date

	Live Help  communications
	Pending
	08-21-2006
	08-21-2006 & beyond

	Unbridled Voice Publications Feb 06
	Completed
	12-30-2005
	01-30-2006

	Unbridled Voice Publication  April
	Completed
	2-28-2006
	04-30-2006

	Unbridled Voice June Publication
	Completed
	4-5-2006
	06-30-2006

	Personnel Perspective November 06
	Pending
	1-15-06
	2-28-06

	Personnel Perspective July
	Completed
	7-15-06
	08-16-2006

	Unbridled Voice September
	In progress
	08-01-2006
	09-25-2006

	Personnel Perspective October
	Pending
	09-15-2006
	10-15-2006

	Personnel Perspective December
	Pending
	11-15-06
	12-30-2006

	Hire new staff assistant
	Completed
	08-02-2006
	08-09-2006

	KHRIS Communications
	In progress (phase 1)
	01-10-2006
	11-30-2006

	Ordering Video Camera for Communications Lori
	Postponed
	05-01-2006
	

	Annual Report 2005-2006
	In progress
	05-01-2006
	09-15-2006

	Redesign of Unbridled Voice
	In progress (continual updates in design) 9-1-05
	09-01-2005
	1-30-07 & beyond

	Redesign of Personnel Perspective
	Completed
	10-01-2005
	05-15-2006

	Wellness Works Kentucky communication
	In progress
	02-06-2006
	No end date – updates always

	KHRIS Communications
	Phases 2 and 3-pending
	11-30-06
	12-30-2008

	Communications Library
	Pending
	10-30-2005
	10-30-2008


55.3 Develop and implement a world class customer service culture consisting of job content experts serving as process consultants trained in quality tools and that use state-of-the-art technologies.

55.3.1 Provide personnel and financial information in a timely, accurate, reliable and responsive method to meet the needs of both internal and external customers.

· This item has been revised and is no longer a separate objective. Elements of it are included within other objectives.

55.3.2 Design and deliver training to managers on the use of quality tools.

· This objective has been accomplished.
· A training workshop on the use of quality tools has been available through OEOD throughout FY2006 and FY2007 to date.
55.3.3 Transition staff from counselor to recruiter model to provide value added services to the hiring process.

· The Division of Staffing Services has held continuous training in customer service. The Division is currently finalizing a Customer Service statement so applicants and agencies will understand the level of service we will deliver.  KHRIS – Career Opportunities is being designed to allow the Division to leverage the technology to facilitate the recruiter model.
 55.3.4 Transition staff from manual transactions to fully automated web-based system.
 

· This objective is in progress as we move toward system design and implementation.

· KHRIS – Career Opportunities is a fully automated web-based applicant process. 

· KHRIS – HR Administration will be a fully automated web-based system.
55.4     To increase the effective/efficient use of resources.

55.4.1 Increase awareness, knowledge, and understanding of health care plan by plan participants.

· The performance indicator is to track the number of training classes; panel discussions; presentations and number of participants attending and compare to the previous year. 
· The program/project has begun, but it is too early to see quantitative results. Open Enrollment Benefit Fairs begin in September 2006.
 

55.4.2 Develop Premium Billing and Reconciliation (PB&R) system to improve efficiency.

· The performance indicator is to measure accuracy of the Premium Billing and Reconciliation process on a monthly basis, prepare a chart to measure the Summary of Error Types.
· Charts of the accuracy of the process and summary of error types are below.
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55.4.3 Increase state employee population served through training services offered by OEOD.
· Data indicates that OEOD training workshops have not yet achieved consistent 60% of class capacity. The CPM program revision, in partnership with Kentucky State University, is expected to increase that percentage.
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55.4.4 Increase customer satisfaction with organizational development services.

· All customer satisfaction scores on consulting engagements were at or above the agency’s target score of “3” (of a possible 4) on the customer feedback survey.

 

55.4.5 Provide minimum of 12 supervisor evaluation system training classes each year.

· This objective was accomplished in FY 2006.
· Conducted employee evaluation supervisor training and/or informational sessions for approximately 1,136 supervisors and interested employees. Training has been conducted once each month since the submission of the Personnel Cabinet 
“PERFORMANCE MATTERS” – 2006 Supervisor Evaluation Training

	DATE
	Number of Participants
	Training Satisfaction –

Based on participants who completed a training survey

	
	
	Presentation Skills
	Information/Knowledge

	
	
	Exceeded
	Satisfactory

Met
	Somewhat

Met
	Not

Met
	Exceeded
	Satisfactory

Met
	Somewhat

Met
	Not

Met

	January
	83
	45
	20
	1
	-
	42
	24
	-
	-

	February
	60
	46
	10
	1
	-
	39
	18
	-
	-

	March
	52
	36
	10
	-
	-
	34
	12
	-
	-

	April
	55
	34
	19
	-
	-
	32
	20
	1
	-

	May
	54
	45
	6
	-
	-
	45
	6
	-
	-

	June
	41
	33
	6
	-
	-
	32
	7
	-
	-

	July
	41
	29
	12
	-
	-
	28
	13
	-
	-


· Developed a new ACCESS database to document supervisors who have completed training and to identify new supervisors who need evaluation training. Deployment is in progress. 
55.4.6 Provide assistance to agency personnel staff, manager, and employees regarding the performance evaluation system.

· This objective was accomplished for FY 2006. Measurement was discontinued in February 2006.
· OEOD responded to all inquiries within 2 working days through FY 2006 and FY 2007 to date.
55.4.7 Increase the number of new participants in the Deferred Compensation Program.
· The quantified performance indicators are the number of new enrollments and the number of participant contacts. The Authority achieved this objective in the 2006 fiscal year.

· For the fiscal year ended June 30, 2006, the number of participants in the Deferred Compensation plan increased 4.3%, from 65,611 on July 1, 2005 to 67,472 on June 30, 2006.

· During FY2006 there were a total of 44,152 participant contacts by Authority marketing staff. Data for FY2005 is not available.

55.4.8 Increase participant deferrals.
· Participant deferrals increased by 13.19% during the fiscal year ended June 30, 2006, from $119,528,781 in the fiscal year ended June 30, 2005, to $131,113,209.

· The number of participants deferring has increased 5.6%, from 39,981 as of June 30, 2005 to 42,208 as of June 30, 2006.

55.4.9 Implementation of a formalized safety program that protects our employees and ensures the prevention of accidents and minimizes related workers’ compensation costs and liabilities.

· A formalized safety program has been developed and implemented.  This overall program includes: safety, workers’ compensation and return to work programs.

· Two safety training courses have been developed and over 1,000 supervisors have been trained.  This is an ongoing program.

· Our new third-party administrator has a web based system that provides several monthly reports that permit us to monitor accident claims and claim costs which results in better claims management. 
·  The program projects are complete and ongoing in nature.

55.4.10 Implement a comprehensive return-to-work program for injured employees that minimizes their time away from work and reduces costs.
· A comprehensive return to work program has been developed and successfully implemented.

· Costs savings for this program since implementation are over $500,000.

· This program is fully implemented and complete.

55.4.11  Implement a managed care plan in workers’ compensation to ensure effective coordination of medical benefits and provide reduction in costs.

· This objective has been accomplished.

· A managed care program has been developed and implemented that utilizes fee schedules and other discounts.

55.4.12  To continually improve and develop joint employer-employee programs that promote employee satisfaction on the job and improve organizational effectiveness (i.e. the KY Employee Assistance Program (KEAP), the KY Employee Mediation Program (KEMP) and the Employee Suggestion System (ESS)).

· This objective is 60% to 100% complete.

· Communications such as the Unbridled Voice, the Personnel Perspective, employee notices, fliers, e-mails, public service announcements, media releases and media relations are used to assist in promoting joint employee-employer programs. 
· The programs promote employee satisfaction on the job and improve organizational effectiveness (i.e. the KY. Employee Assistance Program (KEAP), the KY Employee Mediation Program (KEMP) and the Employee Suggestion System (ESS), EEO Conference, Deferred Comp Exp., Employee Insurance Benefits’ Fairs).

55.5     To decrease the time/cost of the production/delivery of products/services.

55.5.1 Reduce errors in enrollment data by utilizing the tools developed in the PB&R system.
 

· The performance indicator is to monitor the monthly reports produced by the PB&R system to reduce discrepancies between agencies and the DEI data base.
· Monthly PB&R reports are used to reconcile accounts. [See the charts at Objective 55.4.2 above]
· The system has enabled the agency to maintain current staffing levels without an increase (a minimum of $100,000 savings based on 2 positions).
· The reports also assist our department in identifying agency training requirements.
55.5.2 Reduce processing time and errors with web based applications.
· The performance indicator is to measure efficiency by comparing the number of applications processed by day to prior period, and to measure cost by comparing man-hours.
· The agency successfully developed and implemented the on-line web enrollment application for an approximate savings of $133,948. The project saved significant processing time and no additional staffing was required, as has been the case in past years. In 2004, 60 temps were required, plus significant overtime for the DEI staff; prior to 2004, approximately 40 temps plus overtime were required.
55.6 To continually incrementally improve processes to meet the changing needs and expectations of the customers and the market.

 55.6.1 Improve the performance reporting process and establish standards and templates for the Cabinet.

· This item has been revised and is no longer a separate objective. Elements of it are included within other objectives.

 

55.6.2 Establish benchmark measures for comparing Cabinet-level performance.
 

· This objective has been accomplished.

· Personnel and human resource function performance measures were benchmarked among selected states and winners in the past four years of the Malcolm Baldrige National Quality Award. 

· Benchmarking was completed by September 15, 2005.

55.6.3 Ensure and monitor performance evaluation compliance with stated laws and requirements.

· This objective has been accomplished for CY 2004.

· OEOD completed a statewide audit of 2,684 CY2004 employee performance evaluations (10%) in January, 2006. Results were satisfactory. 

· An audit of 10% of all CY2005 employee performance evaluations will be completed in January, 2007.
· 27,861 (97.5% of all) eligible employees met with their supervisors during the required April 2005 interim review meeting to discuss their work performance progress. (Verified July 2005).
· 27,262 (97.2% of all) eligible employees met with their supervisors during the required August 2005 interim review meeting to discuss their work performance progress (Verified November 2005).
· 25,713 (97.3% of all) employees received an annual evaluation for the 2005 performance year.

· 28,370 (98.2% of all) employees met with their supervisors to discuss and sign their 2006 performance plan. 
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