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Operational Excellence: A Fresh New Look -
Executive Director’s Message

next steps. This got me thinking about how we
have moved from “leading out” to “behind the
8-ball”.

As a result, | met with Kristen in early May
to discuss the challenges DHRM is facing:

By Debbie Cragun

You may be wondering and have questions
about Operational Excellence: What is it?
Who is involved? Is this a passing fad? etc.
As a simple summary, Governor Herbert has

set out a bold vision for how state agencies + no decision on a permanent executive
should perform; this “vision” became the director;
Operational Excellence “SUCCESS” ¢ training on the Success Framework

has not been delivered to most of our
management team, let alone our entire
staff; and
we did not start the Success
Framework process from the
beginning; we started in the middle.
S — Synchronize policy and projects Kristen was very supportive of whichever
S — Stay focused direction DHRM wanted to take. Because of
When implemented as a whole, these seven thjs offered support, we took a deep breath,
(7) guiding fundamentals of high performing  took a step back, and started working through
organizations can transform fractured the Operational Excellence and the Success
organizations into an integrated system with Framework from the beginning.
shared goals, and the ability to achieve them! A steering team comprised of DHRM Senior
Trainings on this framework are now being | eadership and Jenny Wakefield and Brooke
offered by the Governor’s Office of Baker (representing HR Managers) was put
Management and Budget (GOMB). The overall together to go through the process from the
goal of Operational Excellence is to help beginning. This team will look at high level
agencies reach peak performance and objectives and goals of the department. From
improvement targets by sharing tools and there, we will be able to decide which one of
skills sets necessary to integrate individual our systems is the right focus for our first
functions into a single system. Throughput Operating Strategy (TOS). The
You will be learning more about Operational team met on Friday, May 17, and made great,
Excellence (OE) and the Success Framework positive progress. | received feedback that
in the coming months, and everyone will need  stepping back and starting at the beginning
to be involved. As a starting point for what | was the right thing to do.
believe will be a series of articles on GOMB will be conducting Success
Operational Excellence, | thought | would Framework training with our management
address DHRM's current status. team on Wednesday, June 5, in order for our
A few months ago, DHRM volunteered to be entire management team to understand what
one of the lead-out agencies on GOMB's OE and Success will mean for our department
Success Framework plan, Operational and our customer agencies. We will also
Excellence (OE). Since then, the transition to a discuss what our first TOS project will be and
new permanent executive director has had us  next steps for moving forward.
in a holding pattern, and we are now falling Once we have our department goal and our
behind. Kristen Cox from GOMB spoke in the  first TOS selected, | promise to keep all of you
May Cabinet meeting about her new educated and informed. Look for more

organizational structure (designed to fully information, progress, training, and individual
support the Success Framework effort), the involvement in the coming months.

progress some agencies are making, and the

framework, an acronym for the following:
S — Set measurable goals and targets
U — Use thinking tools and principles
C — Create your strategy *
C — Create your organization
E — Engage staff at all levels
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What About Bob?

By Bob Thompson, Statewide Employment Labor
Relations Director

“For a moment, nothing happened. Then, after a second
or so, nothing continued to happen.” For those acquainted
with the movie, Hitchhiker’'s Guide to the Galaxy, these
words may sound familiar. However, they are also relevant
when deciding WHEN an event giving rise to an
employment grievance occurs.

As many of you may know, Utah Code Anno §67-19a-
401 provides:
5 (a) An employee may submit a grievance for review
under this chapter only if the employee submits
the grievance:

(i) within 20 working days after the event giving
rise to the grievance; or

(i) within 20 working days after the employee
has knowledge of the vent giving rise to the
grievance.

(b) Notwithstanding Subsection 5(a), an employee
may not submit a grievance more than one year
after the event giving rise to the grievance.

Over past months, | have received several calls
regarding what constitutes THE event for purposes of filing
a grievance. Specifically, does a grievable event occur
when an employee is given notice of disciplinary action, or
when the discipline actually occurs? For example, is an
employee required to grieve a suspension within 20 days of
receiving notice of the suspension, or within 20 days of
when the suspension actually occurs?

In the seminal decision of Taylor v. Utah State Training
School, 775 P2.d 432 (Utah 1989), the Utah Court of
Appeals answered this very question, holding that the
“event’ giving rise to an appeal is the actual action once

taken, not some prior indication
that an action will be taken in the
future.” The court held that such
an approach was necessary for
consistency purposes, and to
assure the existence of an actual
“case or controversy”, an element
required before any matter can
be litigated.

While Taylor v. Utah State
Training School is a bit dated and
involves a non-disciplinary
grievance relating to the
cessation of hazard pay, the
holding is still apposite today in
determining when a disciplinary
event occurs. The key is when an event happens. Not
when someone tells you it is going to happen.

In our suspension example above, the answer is simply
that it depends. If the notice imposing suspension indicated
the suspension was to occur sometime in the future, then
no grievable event has arisen. If the suspension was
simultaneous with the notice, then that would be the actual
event giving rise to a grievance and the time period to file a
grievance would begin to run immediately.

As said in Hitchhiker’'s Guide to the Galaxy, until
something happened, “nothing continues to happen”.

Bob Thompson
Statewide Employment
Labor Relations Director

Bob Thompson serves as a liability resource for the HR team
and customer agencies. Bob is available to consult and
provide insight with employee grievance issues and staff
training on employment law regulation and trends. Bob can
be reached at 801-538-3047 or bthompson@utah.gov

Recruitment System Update

By Shannon Casias, HR Consultant

| have been working with DTS and Purchasing regarding
a new recruitment and applicant tracking system. Through
the RFP process we have selected NEOGOV.
Implementation for the new recruitment and applicant
tracking system kicked off on May 2, 2013 and we
anticipate a “Go-Live” date of October/November 2013.

As the project moves forward, the implementation team
will update you with its progress. Phases of the project are:

Phase 1 - Initial Set-up: May 2nd
Phase 2 - System Training: Ongoing
Phase 3 - System Configuration: June 3rd

Phase 4 - Integrations: June 17th
Phase 5 - Insight Go-Live: October/November 2013
The main points of contact for the implementation of the

system are:

¢ Shannon Casias - Implementation Lead

e Matt Romney - Project Lead

e Wendy Peterson - Recruitment Director/Team Lead

¢ Winston Inoway - Communications Director,

e Will Clark - Comp/Benefits Analyst

e Kay Defa - IT Manager
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Whistleblower Summary and Update

By Akiko Kawamura, CSRO Administrator

The Utah Protection of Public Employees Act (commonly
known as the Whistleblower Act), protects an employee
who reports wrongful employer conduct. During the 2012
legislative session, the Whistleblower Act was amended in
several key respects, including: 1) it allows executive
branch state employees to file whistleblower grievances
with the Career Service Review Office (CSRO); 2) it
expands what constitutes wrongful employer conduct; and
3) it allows employees several avenues to report wrongful
employer conduct.

Previously, the CSRO’s jurisdiction was limited to
grievances from career service employees regarding:
dismissals; demotions; suspensions; reductions in force;
disputes concerning abandonment of position; wage
grievances from employees not placed within their current
salary range; violations of the Utah State Personnel
Management Act; and the equitable administration of
certain benefits. Utah Code 867-19a-101. Now, the
CSRO's jurisdiction extends to “a complaint by a reporting
employee that a public entity has engaged in retaliatory
action . . ..” This means that any employee of an executive
agency, whether career service or not, may file a grievance
with the CSRO if he or she qualifies for whistleblower
protection.

Three things must occur for an employee to trigger
whistleblower protection. First, the employee must report
that the agency engaged in either: the waste or misuse of
public money, property or manpower; a violation or
suspected violation of a law, rule, or regulation; gross
mismanagement; abuse of authority; or unethical conduct.

Second, that report must be made (not necessarily in
writing) to one of the following: a person in authority over
the alleged wrongdoer; the Attorney General’s office; law
enforcement, if the conduct is criminal; the State Auditor’s
office; the President of the Senate; the Speaker of the
House of Representatives; the Governor’s Office; the state
court administrator; or the Division of Finance. Third, the
employee must be subjected to “retaliatory action™ after
making that report.

In summary, executive agency employees may now file
whistleblower claims either in the district courts or the
CSRO (the employee must select one of those forums).
Formerly, only the district courts had jurisdiction over
whistleblower claims. Notably, in a CSRO whistleblower
grievance, the agency must establish, by “substantial
evidence,” that the imposed discipline was both based on
good cause and unrelated to the report of wrongful
employer conduct. In comparison, in district court, the
burden of proof lies with the employee to establish his or
her claim by a “preponderance of evidence.”

The amendments went into effect May 14, 2013. This
information is not legal advice and cases should always be
evaluated individually.

lRetaliatory action’ means to do any of the following to an employee
in violation of Section 67-21-3: dismiss the employee; reduce the
employee’s compensation; fail to increase the employee’s
compensation by an amount that the employee is otherwise entitled to
or was promised,; fail to promote the employee if the employee would
have otherwise been promoted; cause the employee to resign by
subjecting the employee to conditions that a reasonable person would
consider intolerable; or threaten to take [any of the above] actions.”

In the recent Whistleblower webinar, participants raised
a number of questions, including:
Q: What training or notice should State employees receive
regarding these amendments?

A: DHRM is currently preparing a written notice which will be
distributed and should be posted by each agency office in a
conspicuous place.

Q: Should DHRM change its disciplinary notices to employees to
incorporate these changes to the Whistleblower Statute?

A: Not generally. Disciplinary notices should continue to focus
on the employee’s conduct or performance.

Q: Can a supervisor be subjected to the $500 civil fine for
violating a whistleblowing employee’s rights even if he or she

was merely following a directive from his or her own
supervisor?

A: This is unlikely. Neither the courts nor the CSRO should
assess a fine to an individual without giving that individual an
opportunity to defend themselves. Ideally, a supervisor who
acts on a directive will not be fined.

Q: What is the difference between “substantial evidence” and
“preponderance of the evidence?

A: The chart below compares the substantial evidence standard

of proof to other commonly known standards of proof.

Evidence Beyond a
Reasonable Doubt

Clear and Convincing Evidence | Evidence that leaves no

Substantial Evidence

Preponderance of Evidence

More likely than not. The greater
weight and value of the credible

plausible reason to
Evidence must be highly and

substantially more probable to be true
than not. The clear and convincing
evidence standard is applied in certain

believe otherwise. The
beyond a reasonable
doubt standard applies in
criminal cases

No Evidence

No trace of evidence

Scintilla of Evidence

Any evidence at all. Even
the smallest measurable
amount of evidence.

Evidence that a reasonable
person would accept as
adequate to support a
conclusion.

evidence, taken as a whole, belongs

to one side. The preponderance of

evidence standard is applied in most
civil cases.

kinds of cases, including paternity and
habeas corpus cases.
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ERIC Training Center

By Bart Olsen, HR Manager (ERIC)

For those of you who are unfamiliar with ERIC’s Training
Center, | would like to take the opportunity to introduce this
organization to DHRM employees.

By September 2012, ERIC had been open for a year. We
carefully analyzed the activity data at our one-year mark.
One of the items that emerged was that we had a turnover
rate of about one staff member per month, and that was
pretty consistently sustained over the entire year. Our
personal experience managing that turnover was difficult:
when turnover is that high, it becomes more and more
difficult to cover the workload that
is left behind while new staff
members are being recruited and
trained.

Therefore, in October 2012,
we made the decision to replace
the five (5) part-time payroll
positions hired due to HB 80 (and
required to process extra payroll)
with full-time training center
positions. These positions were
created in order to hire groups of

two (2) to four (4) full-time trainees at a time, and guide
them through a formal, 8-week modular training program.
Tina Sweet became the supervisor of the Training Center
and the coordinator of all Training Center activities. The
main idea behind this center is to have trainees who, at the
end of the training program, could be placed in ANY one of
our six (6) ERIC functional teams (Intake, Onboarding,
Payroll, ePAR, Retirement, or Verifications of Employment
& Unemployment Claims). If a vacancy opened up on any
of those teams, we would have a fully trained person ready
to step up and hit the ground running.

We have now graduated four (4) Training Center groups
4 'ﬁl and the results have been
=« terrific. Customer service

# ratings no longer fluctuate with
b our staffing levels, performance
is more accurate and
consistent, and staff members
| give glowing reviews about the
.\ | training they receive. We are
b grateful for the high caliber of
new hires we are getting in
ERIC as well! It's a great place
to be.

HRE Enhancements

By Matt Romney, Business Analyst

The HRE workgroup is pulling together great ideas from
across DHRM to make HRE a great system that fulfills our
needs. Prioritizing enhancements is always challenging
but the process is rewarding and all staff involved are great
to work with making it rewarding and fun.

Currently there have been several HRE enhancement
requests that are in different stages of production. Some of
these are being vetted through the HRE Users Work-
Group. The workgroup has met twice and will continue to
meet as needed or as possible to continue figuring out how
to continually make HRE better. Right now we are working
on the service tab determining how and what to track to
best serve our customers’ needs. We have made great

Utah

Leadership
Institute

Y\ i Besomice Mo

Training and consultant services are
available through the Utah
Leadership Institute (ULIL).
Agencies have access to over 20
providers who have already been
approved through the State
purchasing process.

progress and | am sure the end result will be the best
possible situation for all users.

Another exciting enhancement that has involved the
HRE Users workgroup is the removal of MPR. We hope to
have this project complete prior to the implementation of
NEOGOV. There are many details that still need to be
worked out to ensure that all the information that has been
stored at MPR will end up in the best place, but the process
is underway.

Both of these enhancement ideas originated in the field
and will make huge improvements to the functionality of
HRE. We appreciate your continued input, patience, and
support. Git 'er done!

Contractors can provide everything from individual
coaching to workgroup facilitation to customized training
workshops.

Contact us for assistance in taking advantage of these
services.

For a complete list of services available visit the ULI
website at http://www.dhrm.utah.gov/training/ULI
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Open Enrollment Ends on June 14, 2013

Debra Valentine, HR Consultant

The one time of year when State employees are able to
make changes to their medical, dental and vision plans is
quickly winding down. During this time, we recommend that

you take a few minutes to review your current coverage, website at
even if you are not planning to make any changes. www.pehp.org.

Two benefits that may require action on the employee’s
part are:

o Flexible Spending Accounts: Annual open enrollment is
the only time employees can elect to put aside tax-free

For assistance with
navigating open
enrollment, PEHP has
put together a 2013-
2014 Open Enrollment

To review your
coverage or make
changes, log into your
account on PEHP’s

money into their flex accounts, up to $2,500, for
medical expenses.

e Hyatt Legal: This is a voluntary benefit that can be
accessed only during open enrollment. If employees
are currently enrolled in the plan, it will continue unless
the employee actively terminates coverage.

Guide that can be
found by logging into
the Employee
Gateway and clicking on “open enrollment guide” on the left
side of the home page.

Fiscal Year End and 1% General Increase and/or Bonus

By Billie King, HR Consultant .
The FYE Team, comprised of Kay Defa, Lyle Almond,

Paul Morley, Joel Chibota, and myself have been doing our
best to make sure we are ready for HRE and fiscal year
end automatic processing. The following dates are a o
reminder of the timelines
we are working under: /
e 05/31/2013: ’ 71 7

Deadline for return 14

of the excel tracking | i

report that was sent
out to all HR field
office managers,

Fiscal Year-End

indicating the non-
benefited IN’s and _ Deadlines
TL’s that will be ! /) . o M

receiving the 1%
general increase and/or bonus. These increases can
be automatically processed down to org level.

e 6/20/2013: All ePARs with an effective date of June
22" and earlier must be entered and submitted to ERIC
by 5:00 p.m. Thursday, June 20th.

e 06/21/2013: HRE will shut down Friday at 11:00 a.m. in
order to accommodate fiscal year end processing.

o 06/24/2013: HRE actions for June 22, 2013, and earlier
MUST be entered and approved in HRE prior to HRE
shutting down Friday, June 21 at 11:00 a.m. The 1%
general increase will be applied after all other actions
for 06/22/2013 and earlier are entered and approved.

All ePars entered with effective dates of 06/23/2013
and later will be DELETED. These actions will need to
be re-entered when the system is back up on Monday,
June 24, 2013.

The first paycheck date for FY2014 is Friday, July 19,
2013.

One-time bonuses will be paid on the July 19, 2013
paycheck.

Quick Review on how the 1% General Increase and/or
Bonus will be applied:

The 1% salary increase is provided to eligible
employees. There will be no adjustments to salary
ranges; eligible employees will move up in their current
job salary range.

Certain employees who are at the maximum, above the
maximum, or in longevity of their salary range, will
receive a one-time bonus equivalent to the calculation
of a 1% yearly salary increase, or a combination of a
salary range increase and bonus equal to 1%. (For
more detail as to how the 1% general increase and/or
bonus will be applied, please refer to the DHRM Total
Compensation Bulletin located on the Employee
Gateway).

If you have any questions about fiscal year end
processing and/or the 1% increase that haven't been
answered, please contact Billie King, Joel Chibota or Paul
Morley.



https://erc.enwisen.com/HR/StateofUtah/Posts/dc3bf438-57fc-4f91-b9fa-60dccdc7ecf8.pdf
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HR Certification Credentials

We would like to recognize
the following individuals within
DHRM who have worked to
both earn and maintain either .
their SPHR (Senior
Professional in Human
Resources) or PHR
(Professional in Human
Resources) Certification by
completing the appropriate
training hours.

SPHR Certification:

Debbie Cragun, Admin

Jennifer Krell, Admin

Alan Lake, DHS

Rick Hughes, Admin

Cassandra Opheikens, DOH
PHR Certification:

Jenny Wakefield, UDC

David Rodemack, USOE

Jean Barber-Mills, Admin
Wendy Peterson, Admin
J.J. Acker, Admin

Carlos Rodriguez, UDOT
Rosanne Ricks, Tax

Larene Wyss, DAS
Susan May, USOE

2013 Managers Conference

By J.J. Acker, HR Manager

On May 16, 2013, DHRM partnered with the Division of
Risk Management and the Utah Certified Public Manager
Society to sponsor the 16th State of Utah Managers
Conference. This event,
with nearly 300
attendees, represented
the kinds of efforts
DHRM engages in to
increase management
capacity. Opening
remarks were delivered
by Lt. Governor Greg
Bell, who praised Utah’s
fine government
managers that stand out
as national models.

Keynote Speaker: Rebecca Pace

HREZHR
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Save the Date:
September 4" for the
2013 Summer Meeting

Wednesday, September 4, 2013, will be DHRM'’s
Annual Summer meeting! The organizers this year are
Rosanne Ricks and Jenny Wakefield, with the support of
Caroline Updike. Additional information will be forthcoming
in the near future. Stay tuned & we will git ‘er done!

Keynote speaker Rebecca Pace kept the audience roaring
in her humorous approach to addressing conflict and
negativity in the workplace. Breakouts featured experts in
addressing conflict, communication, drug-free workplace
and mental health issues in the workplace. This annual
event is a highlight for many managers’ development
efforts.

Firework Safety Tips

The National Council on Fireworks Safety offers these common
sense safety tips for using consumer fireworks in hopes that
injuries to consumers can be greatly reduced this season:

& Know your fireworks; Read the warning labels and
performance descriptions before igniting.

& Have a designated shooter to organize and shoot your
family show.

& Alcohol and fireworks do not mix. Save your alcohol for
after the show.

& Parents and caretakers should always closely supervise
teens if they are using fireworks.

& Parents should not allow young children to handle or use
fireworks.

& Fireworks should only be used outdoors.

& Always have water ready if you are shooting fireworks.

& Obey local laws. If fireworks are not legal where you live,
do not use them.

& Wear safety glasses whenever using fireworks.

& Never relight a “dud” firework. Wait 20 minutes and then
soak it in a bucket of water.

& Soak spent fireworks with water before placing them in
an outdoor garbage can.

& Never attempt to alter or modify consumer fireworks and
use them only in the manner in which they were
intended.

& Report illegal explosives, like M-80s and quarter sticks, to
the fire or police department.

The National Council on Fireworks Safety urges Americans to
follow common sense safety rules in their holiday celebrations.

A full list of consumer fireworks safety tips and a safety video,
please visit www.FireworksSafety.org.






Leadership Skills for Supervisors
LEADERSHIP SERIES

Dates: June 13, 20, 27 , 2013

Location: Various Salt Lake locations

Time: 8:30 a.m. — 3:30 p.m.

Presented by: Dan Chase, MPA, Ph.D. (candidatey DHRM / ULI

In this session supervisors will learn why interpersonal effectiveness
is so critical in developing and maintaining professional relationships

that allow organizations to flourish. Also, participants will learn how to
develop emotional competencies that allow them to maintain credibility
as leaders and to manage conflict so as to produce the best possible
results for their teams.

Interpersonal Effectiveness

The Leadership Skills for Supervisors program Attendees can sign up for courses
consists of the following four monthly sections: at the fo]lowing link:

June Interpersonal Effectiveness https://hreventure.dhrm.utah.gov/utc
July Communications

August Performance Management .Ea :E.H . Utah Leadership Institute

. - -~ 4 B - .
Each section will be taught once a week for a month A W Department of
at different locations across the Wasatch Front. '\ Human Resource Management
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- Executive Director’s Message

By Debbie Cragun, Acting DHRM
Executive Director

My life, as well as my role in this
department, has changed dramatically in
the past few weeks, subsequently making
writing this article different from any other |
have written. So instead of being up all
night with writer’s block, striving to come
up with a significantly uplifting, motivating,
and visionary article, | will start small and
simply give you a glimpse of who Debbie
Cragun is.

| grew up in Tooele, Utah. Some people
find this amusing, and | have had my fair
share of chemical weapon jokes. But while
Tooele is not a bad place to live, it is not
for me. I like living in a bigger city with
more than two restaurants at your
fingertips, with shopping closer than a 45
minute drive, and something more to do on
the weekends than going for drives up the
canyon to count deer before going to Dairy
Delight for ice cream. My parents live
there still, so | find my way out there every
so often. | have one brother who lives in
Stansbury with his family. He is our family
star, since he was drafted by the Toronto
Blue Jays and made it to the AAA’s before

throwing out his arm. meess—————
| consolidation, Larene Wyss took a chance
* on hiring someone from outside of DHRM,
< and | became the HR Specialist for

While living in
Tooele | was on the
high school drill
team, earned the title
“Tooele County Dairy
Princess”, and was a §&
State Dairy Princess
Attendant. | am
sharing this after
serious internal
debate: “Should I” or
“Shouldn’t 1?”

However, | figured it would eventually
come out anyway so | might as well fess
up now!

After graduation, | moved to Orem,
served a year at the former UVSC, and
then moved to Salt Lake County where |
have been ever since. | have an
Associate’s degree in General Studies
from Salt Lake Community College, and
both a Bachelor of Science degree in
Business and a Master of Arts degree in
Organizational Management from the
University of Phoenix. | am a graduate of
the Certified Public Manager® program and
| have a current SPHR certification. | was
awarded the DHRM Award for Leadership
and the Governor’s Award for Excellence
in Leadership in 2008.

| have been with the State for more than
20 years. | started at the Board of Pardons
as a part-time Office Technician Il, and
eventually moved to full-time, handling
scheduling of all parole violation hearings.
Next was the Department of Health’s HR
office as a secretary, then to Department of
Human Services Child & Family Services
as an HR Tech |, then on to the DHS HR
office, working my way up from HR Tech Il
to Senior HR Analyst. In 2002, before

Compensation & Benefits (thanks Larene!).
Finally, in 2006, | was promoted to serve
as an HR Director.

In the past seven years as an HR
Director, | may have supervised every
function except for training and workforce
planning. At one point, | actually managed
Recruitment, Classification, Compensation,

(continued on page 3)
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What About Bob?

Consistency’s Changing Landscape

By Bob Thompson, Statewide Employment Labor
Relations Director

In his book, 1,001 Logical Laws, author John Peers
writes “Constants aren’t”. Along this vein, | would like to
revisit due process consistency in disciplinary proceedings.

In the last edition of HR2HR, | focused largely on ways to
alter disciplinary practices despite prior agency precedent.
We learned that as long as the deviation from prior practice
was supported by legitimate workplace practices and
adequately communicated to employees in advance, there
is little reason to worry of agency decisions being
overturned.

But what if your agency wants to move forward with a
certain discipline despite knowing the contemplated
discipline is inconsistent with prior disciplinary decisions
and the agency has not communicated a new disciplinary
direction to its employees? What can the agency do in this
situation?

A recent decision from the 10th Circuit Court of Appeals
may provide some cover in these circumstances. While this
Court of Appeals case deals with Title VIl and Age
Discrimination in Employment, its analysis and reasoning
could be applied in a just cause disciplinary hearings.

In Konzak vs. Wells Fargo Bank 2012 WL 3104872 (C.A.
10) (2012) Ms. Konzak was terminated for violating bank
policy, as well as for possibly violating federal statutes.
After her termination, Ms. Konzak discovered that others
had engaged in the same kinds of misconduct as she had
and were not terminated. Ms. Konzak also discovered

April/May 2013

noted that neither the community
bank president, nor corporate
management, were ever aware
that others were not terminated
for engaging in the same or
substantially similar misconduct.
Based on these facts, the court
concluded:

“Although Ms. Konzak
proffered the names of other
Wells Fargo employees she
claims were similarly situated
to her but were not
discharged for comparable or
even identical actions, the
evidence does not show that

Bob Thompson
Statewide Employment
Labor Relations Director

the alleged transgressions of those employees were
reported to the corporate HR office. Therefore, the
other employees were not similarly situated to Ms.
Konzak”.

Consistency is an essential consideration in all
disciplinary decisions. However, there are subtleties
associate with consistency that should be explored in each
case. Though caution is still very necessary, the Konzak
case alludes that when considering consistency, it is
normally decisions issued at the Executive Director level
that are substantive for consistency purposes. This position
has added value under a grievance and appeals
procedures like ours that allows all disciplinary decisions to
ultimately be decided or reviewed at the Executive Director
level. Remember: “Constants aren't”.

that an “employee had undergone progressive discipline”
for similar infractions, and that a younger male employee
“was not disciplined for improperly taking sale credit”.

In rejecting Ms. Konzak’s arguments on the
consistency issue, the 10th Circuit Court of Appeals

Bob Thompson serves as a liability resource for the HR team
and customer agencies. Bob is available to consult and
provide insight with employee grievance issues and staff
training on employment law regulation and trends. Bob can
be reached at 801-538-3047and bthompson@utah.gov

Fiscal Year 2014 Compensation Information

By Billie King, HR Consultant

Good News - Senate Bill 7 passed! This bill provides
funding equivalent to a 1% cost of living adjustment for
certain state employees and will be given as a General
Increase. Exact effective date to be determined.

+ Job salary ranges will not be adjusted, but employees
will move up in their current range by 1%.

¢ Employees who are at the maximum of their salary
range or in longevity will receive a one-time bonus.

¢ The MCA’s (Market Comparability Adjustments) were

not approved.

+ The General Increases will be processed after all other

fiscal year end actions have been entered.

+ The Compensation Bulletin will be posted on the
Employee Gateway under the Announcements section
soon. It will contain more detailed information as well
as the dates that HRE will shut down to allow for the
general salary increase processing.

Please be sure to attend the DHRM In-Service Webinar
on April 10, 2013, from 8:30-9:30 a.m. where we will be
providing further information and detail..
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Executive Director’s Message (continued)

(continued from page 1)

Benefits, and HRIS all at once. | have probably supervised
many of you at some point! | have also spent these past
seven years being mentored by Con Whipple to handle
legislation after his retirement. His mentorship made it
possible for me to get through this year’s legislative session
without cracking under the pressure!

On a personal note, | married Blake Cragun, a CPA
specializing in tax accounting, in 2009. We currently live in
West Jordan and have a beautiful two year old little boy
named Kyler (AKA: Bubby). | have always loved to cook
and bake, but Blake and | have turned into real “foodies”
over the past few years. We watch the Food Network
almost as much as we watch Spongebob, and my obscene
cookbook collection continues to grow. | am also an avid
reader, and my favorite books are either classic novels,
such as Crime and Punishment, (what a friend
affectionately named my “Geek Books”), or history books
and biographies of prominent historical figures. Abraham
Lincoln is my favorite President. | love the Boston Red Sox
and the Denver Broncos. | also love demolition derbies,

ERIC Thanks the Field
Offices

The members of ERIC would like to thank the field
offices for graciously allowing us to visit over the past
months. We hope to be able to return the favor in the near
future. It was exciting to get out in the field and see our
fellow HR co-workers and customers. Not only was visiting
the field offices an exciting excursion, but it also helped us
to step outside the bubble and become better rounded HR
professionals.

A day in the life of an ERIC employee generally involves
completing section specific work. By now, the ERIC staff is
comfortable with processing onboarding, payroll, VOE’s,
and retirements, and is settling into the customer service
aspect of HR. It was very informative to learn more about
what Technicians, Analysts, and Specialists do in the field.

We believe that in order to provide the highest level of
customer service, we must continue to grow as individuals
and as an organization. Moving forward, in order to
accomplish these goals, we would be interested in more
visits to the field, and if possible, having some field HR
members spend time at ERIC.

ERIC Management invites you to come visit us and learn
a little more about how ERIC operates within DHRM. Your
supervisor should approve time spent with ERIC and
coordinate the visits with ERIC Management. We would
love to have anyone from the HR Field Office visit us!

car racing, fairs, and parades — small-town features that will
forever be a part of me. My little family also loves to camp
every summer, exploring different camp sites and new
places. Unlike Jeff Herring, | do not spontaneously break
out into song and dance, but | do make a mean éclair!

As discussed, my instructions from the Governor’s Office
were: “Don’t fix it if it isn’t broken”, and “Stay out of the
newspaper”. You will not see any major changes in the
next few weeks. But what you will see is that | am different
from Jeff in a few ways. | consider myself a “relationship
builder” and an “explainer”. You will likely see more of me
than you saw of Jeff, and you will receive more information
and explanation about the “what’s” and “why’s” of what we
do.

So what do | need from all of you? Patience, support,
and your usual hard work. | have full confidence we will get
through the next few months until a permanent director is
named. | know this because DHRM is full of professional,
strong, awesome people who know their stuff. Just keep
doing what you all do best. And remember: | am here for

you.

Did you attend the HRE Update
webinar? Recorded webinars are
coming soon to the DHRM page of the
Employee Gateway. Look for “DHRM
Hot Topics” on the left column.

. DPR managementreport
. MPR, DPR: search/sort capability |
- HR Docs removal |
. Dataintegrity |
. Action Reason changes |
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Non-Cash Incentive Awards

By Caroline Updike, Executive Assistant improve and promote efficiency and productivity.
Be an active participant in our peer to peer non-cash o Award certificates must be signed by the awardee’s
incentive awards program! As was discussed in our supervisor before item order is placed.
presentation at the March 19" meeting, anyone can award o Awardees may not redeem more than 100 points ($200
anyone else points. The catalog is all new, with cool items value) in one Fiscal Year.
and more variety! Just a few things to remember: « Award certificates, when completed and signed, may
« General information, award certificates, and the non- be submitted to Caroline Updike (myself), either by
cash catalog is available on the Employee Gateway email, by inter-office mail, or in person.
under the DHRM tab, in the "Awards and Recognitions” | Orders are placed monthly, on the first Wednesday of
section. the month.
« Points may be awarded in recognition for exceptional Have fun taking advantage of this great program unique
effort or accomplishment beyond what is normally to DHRM and bring a smile to your coworkers’ faces!

expected on the job, including innovative ideas, which

Training and consultant services are Contractors can provide everything from individual
Utah available through the Utah coaching to workgroup facilitation to customized training
- Leadership Institute (ULI). workshops.
I_eaderShlp Agencies have access to over 20 Contact us for assistance in taking advantage of these
||'|Sﬁtl.|te providers who have already been services.
approved through the State For a complete list of services available visit the ULI
K e e et purchasing process. website at http://www.dhrm.utah.gov/training/ULI

2013 Managers Conference

Coming in (lear Communication in the Workplace

presented by the Department of Human Resource Management, the Utah Society of
Certified Public Managers, and the Division of Risk Management

Thursday, May 16, 2013, 8:30 am to 3:30 pm
Karen Gail Miller Conference Center @SLCC
9750 South 300 West, Sandy

Edu-trainer Rebecca Pace will keynote the conference with “Communicating Under Fire &
Communicating to Win-- The difference between persuading and negotiating and when
and how to use each”. Her two breakout sessions will address “Dealing with Difficult
People and Situations-- skills and tactics to use when handling critical attacks”.

Master Mediator Velvet Rodriguez-Poston will conduct breakouts on the topic of how to
recognize and address body language.

Paul Teynor, MD., will speak on effectively addressing drug and alcohol issues in the
workplace and David G. Ericksen, Ph.D. will share guidance for supervising employees
with mental health challenges. In the afternoon they will be joined by a panel of legal
,ﬁ;ﬂ § experts who will discuss complex work-related issues to assist managers in addressing
Kok Mamgrment substance abuse and mental health challenges without creating liability

Department of

X Conference fee is $99 for standard registration or $79 for USCPM members
Human Resource Management Click the link above to register



mailto:ULI@utah.gov

https://hreventure.dhrm.utah.gov/utc/EventDescription.jsp?event_id=29780

https://hreventure.dhrm.utah.gov/utc/EventDescription.jsp?event_id=29781
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2013 Benefit Fairs

Get important information about benefit changes and updates that directly impact you. Also, learn about PEHP’s new
cost-saving tools that will help you pay less in out-of-pocket expenses. 2013 open enrollment runs April 11 - June 14;
during this time you can make changes to your medical, dental, and vision plans. Visit representatives from these

vendors to help you make the best benefits decision for you and your family:

e URS (Utah Retirement Systems)
e PEHP

+  Medical

+ Dental

+ Life Insurance
+  FLEX$

+  PEHPPIus

+ PEHP Waist Aweigh
+ PEHP Wee Care

e Regence Expressions Dental

o EyeMed - Vision plan

e OptiCare — Vision plan

e The Standard — Short-term
disability insurance

e Liberty Mutual — Auto & Home

UESP — Educational savings plans
UPEA - Employee association
UAGE - Employee association
Blomquist Hale — Life counseling
Mountain America Credit Union
Security Services Federal Credit

Insurance

o MetLife — Auto & Home Insurance

e Hyatt Legal Plans

Union

Information Center)

2013 State Benefit Fair Schedule

‘ADDRESS

‘ROOM

e ERIC (Employee Resource

|DATE |TIME

Department of Health - Salt Lake 288 N 1460 W, Salt Lake Room 125 15-Apr | 9:00-2:00
DCFS - Ogden 950 E 25th Street, Ogden Large Conf. Room 16-Apr | 9:00-11:00
Workforce Services - Clearfield 1290 E 1450 S, Clearfield Large Conf. Room 16-Apr | 1:00-3:00
Department of Education - Salt Lake 250 E 500 S, Salt Lake Board Room 17-Apr | 1:00-4:00
State Office Building - Salt Lake 450 N State St., Salt Lake Auditorium 22-Apr | 9:00-2:00
State Courts - Salt Lake 450 S State St., Salt Lake 1st Floor Conf. Room 23-Apr | 10:00-2:00
Development Center - American Fork 895 N 900 E, American Fork Heather Building 24-Apr | 10:30-2:30
Department of Corrections (Fred House) | 14727 Minuteman Dr., Draper Gymnasium 25-Apr | 9:00-2:00
State Hospital - Provo 1300 E Center St., Provo Gymnasium 29-Apr | 9:00-2:00
UDOT - West Valley City 4501 S 2700 W, Salt Lake Atrium 30-Apr | 9:00-2:00
Recovery Services - Salt Lake 515 E 100 S, Salt Lake 9th Floor Conf. Room 1-May | 12:00-3:00
DATC - Kaysville 550 E 300 S, Kaysville Student Commons 2-May | 1:30-3:30
Workforce Services - Salt Lake 140 E 300 S, Salt Lake Room 101 N & 101 S 6-May | 9:00-3:00
Ogden Regional Center - Ogden 2540 Washington Blvd., Ogden Large Conf. Room 7-May | 10:00-2:00
DWS - Logan 180 North 100 West, Logan Large Conf. Room 8-May 10:00-12:00
Human Services/Environmental Quality 195 N 1950 W, Salt Lake Common Area 9-May |9:00-2:00
Workforce Services - Price 475 W Price River Dr., Price Large Conf. Room 13-May | 10:00-12:00
Workforce Services - Moab 457 Kane Creek Blvd., Moab Conf. Room 14-May | 10:00-12:00
Department of Corrections - Gunnison 255 E 300 N, Gunnison Large Conf. Room 15-May | 9:00-12:00
UDQOT - Richfield 210 W 800 S, Richfield Large Conf. Room 15-May | 2:00-4:00
Dixie State College - St. George 225 S 700 E, St. George Eccles Fine Arts Lobby | 16-May | 9:00-12:00
Workforce Services - Cedar City 176 E 200 N ,Cedar City Large Conf. Room 16-May | 2:00-4:00
Tax Commission - Salt Lake 210 N 1950 W, Salt Lake Room 1026 20-May | 10:00-2:00
Natural Resources - Salt Lake 1594 W North Temple, Salt Lake | Auditorium 21-May | 9:00-12:00
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Doing our Work Early

By Jeff Herring

| just got back from the annual National
Association of State Personnel Executives
(NASPE) conference where | meet with
most of my peers from other states around
the country. As usual, | left feeling proud
of the work and accomplishments we have
achieved here at DHRM in Utah. | am so
grateful to have a team that is as
competent and professional as all of you. |
believe it is a large part of why we are so
far ahead of most every other state in the
country.

One of the mornings we had a round
table on the topic of shared services in
HR. It was supposed to be a group
discussion from everyone, but it soon
became clear that a couple of states were
far and away ahead of the game in this
aspect. One was Indiana, and the other |
am proud to say was all of us in Utah. The
hour long conversation turned into almost
a question and answer session of what we
were able to do and how we were able to
do it.

Next week we have the State of
Oklahoma coming to visit us to see what
we have been able to do and look at our
operations. They are just now starting to
go down the path that we took six years
ago and the changes they are
contemplating making are in our rear view
mirror.

| heard a coach one time tell his players
that it is best to “do your work early”. By

this he meant get
the hard activities
out of the way
before the fun
stuff. That way
you can really
enjoy the fun
without having the
really difficult
tasks looming in |
the back of your |}

mind. To some Jeff Herring,
extent, this is what
we have done in

Utah. We recognized the challenges that
were coming and addressed them early.
Many other states waited until the
economy or political environment forced
them to change. The challenge with this is
when you react to change, you often do
not have the same ability to control the
change. | am so glad we did our work

early and have been able to proactively
and strategically control the change.

This does not mean that we are ever
done. We continually have to scan our
internal and external environment to see
where our future threats and opportunities
are coming from. This is a basic concept
in continuous improvement. It is also part
of our vision to keep leading the way in
public HR. | am just glad that we have the
team that we do and for all the good work
and attitudes that you all bring to our
important mission. Thanks for all you do.
Take care
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Statewide Employee Surve

By Casey Parry, HR Research Consultant

The next statewide employee survey is quickly
approaching. This survey is done every two years, and is a
great way for us to gather information from employees on
factors related to commitment as well as feedback
regarding current issues.

Previous surveys have affirmed a model that describes
how several key factors are associated with employee
commitment. Briefly, the model shows that employees are
more committed when they experience job satisfaction and
when they trust the organization. Further, these two
elements (job satisfaction and trust) are more likely to be
present when employees are satisfied with three other
factors: their professional development, their
compensation, and their socialization. As an employer, we
can improve overall employee commitment and retention
by encouraging policies and practices that meet these
three needs.

We are making a couple of changes to this year’s survey
that will lead to some additional insight. Based on feedback
from the last survey, we have added the option of agencies
to get information at the division level if the division has 60
or more employees. This will allow agencies to drill down

Payroll Consolidation anc

By Bart Olsen, HR Manager, ERIC

ERIC has now transitioned nearly all of the agencies’
payroll services that were required by HB 80. Jamie Boyle
and Marianne Schow were particularly instrumental in
making sure that the transitions were successful and we
are deeply grateful for the “over-and-beyond the normal call
of duties” efforts they provided.

Five part-time payroll staff members were hired in June
as part of the transition plan. Those staff learned payroll
duties quickly and have been very successful in their
assignments so far.

Members of the ERIC leadership team and the DHRM
executive management team are still working closely with
HR Managers and key stakeholder staff in the transitioning
agencies to understand unique agency payroll needs and
to communicate changes and timelines.

We are excited for the changes coming up and look
forward to continue providing the best possible customer
service to our agency customers and to you, our DHRM
customers. If you notice anything you believe we can
improve, please don't hesitate to contact me or any
member of the ERIC leadership team.

deeper, and better pinpoint where issues may be occurring.
For this to be effective, we will need a high response rate
from the agencies. Your help in encouraging employees to
respond will be greatly appreciated.

We have also added an option for agencies to add a few
of their own questions that will only go to employees within
the agency. DHRM is one of the agencies that have opted
to ask a few of these agency specific questions, which will
give our leadership team some important feedback from
DHRM employees.

All participation in the survey is anonymous. We greatly
appreciate your help encouraging participation within
DHRM as well as with the agencies you serve as good
response rates help to improve the accuracy and reliability
of the data.

Thanks for your support!
-The HR Policy Analysis Team

EPAR_ How touuq

Topic: Retirement Codes

Did you know that a Retirement Code can no longer
be “none™?

Previously, if an employee was not eligible for
retirement benefits, the correct option to select was
“none” in the HRE action. This is extremely common in
submitted terminations. When you have a non-
benefitted employee terminating with an existing
schedule code of “none”, it needs to updated to 030.
This 030 code is the indicator State Payroll now
recognizes for terminating non-benefits eligible
employees. When you submit an EPAR, it's very easy
to overlook the retirement code. Please review all
information prior to submitting the EPAR, as the
information that was active flows to the new action and
populates the EPAR; this includes the retirement code.

For your convenience, the Total Compensation
Administrative team has put together a few resources to
help you make the right selection when you are creating
EPARs. These resources are located on the Employee
Gateway DHRM page under Retirement Resources.
You can also get a direct link to help by using the “Ret
Code Help” that appears when you are entering new
EPARs. These valuable tools will help you select the
right retirement code which will expedite the processing
of your EPARs.

Contact Carrie Frampton at 801-535-7790 with any
guestions.
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Great Line Staff to Terrific Manager
By Sherry Saracino, HR Consultant Course 3
As HR representatives, we've all heard these stories: participants
Great staff workers are promoted to a supervisor or develop -
management position. After all, they are subject matter competencies to PELIC SEARACER®
experts in their fields and have knowledge to share witha  lead effective PROCEAN
wane.cpmuiah gov

staffl Not long after, they are in your office, asking for help
with personnel or management issues, or they are worrying
about how to deal with their workload while figuring out how
to manage a staff. They’'ve had no management training.
What to suggest?

CPM, of course! Utah’s nationally accredited Certified
Public Manager® program has been instructing key
supervisory and management skills to public employees for
25 years. Participants apply new skills through practical
exercises, team and self-reflection, and practicum projects.

The Utah CPM program consists of three separate
Courses, each unique in its objectives.

Course 1 participants gain competencies in
interpersonal communication, effective management of
resources, employee performance, and work processes.

Course 2 modules help participants develop
competencies for managing teams, work groups,
collaborative efforts, and interactive projects.

organization-wide
change effort through the capstone project; they apply
comprehensive knowledge and skills by participating in a
team-based process improvement project chartered by a
public organization.

Does your agency management need to know more
about CPM? | would be happy to take their phone call, visit
personally, or conduct a presentation to a group. In
general I'd love to tell them more about the Utah Certified
Public Manager® program and its benefits to employees,
supervisors, and agencies.

Sherry Saracino
Coordinator, Utah Certified Public Manager® Program
ssaracino@utah.gov
801-538-4223
www.cpm.utah.gov

Quote from a recent CPM student
“..1needed this! They don't exactly
hand you a manual when you

become a manager. Very helpful.”

’,

Date:

o Friendly Sidekicks
o Catered BBQ Lunch

-

BLAZIN TRAILS FOR HR

Pvnuli TO THE 20I2 DHRM SUMMER MEETING
Wednesday, 8/15/2012

Place: Sugarhouse Park, Fabian Lakeside Pavilion

Time: 10:00 a.m. - 2:30 p.m.
Come for the:

¢ Cowboy Poetry

o Raffles
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http://www.dhrm.utah.gov/training/cpm/index.html
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THE POWER OF SHARING

WHAT:

A secure information
exchange that allows
authorized medical
professionals in Utah to
share and access your
medical records for
treatment purposes.

WHY:

Giving doctors access
to your health records
can save your life in

an emergency. It can
also prevent the cost
and hassle of duplicate
tests and labs.

TO LEARN MORE:

Go to www.mychie.org

MANAGE YOUR
cHIE OPTIONS:

You can opt out

of the cHIE at
www.pehp.org.

Sign in to your personal
account or create one.
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As a State of Utah PEHP member,
you're automatically in the cHIE.

magine this. You're traveling to the other end of the state.
You're in a car accident and end up unconscious and going
into surgery.
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your doctors to know? Your 1
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drug allergies? Your pre- - !
existing conditions? As a
part of the Clinical Health
Information Exchange
(cHIE), your family’s

medical information will be

at their fingertips.

It’s also good for your financial health. When doctors have access
to your medical history, it prevents wasteful spending on
duplicate tests and labs.

As a State of Utah employee, you're automatically enrolled
in the cHIE.

You can manage your cITIE options or opt out by logging into
your PEHP account at www.pchp.org. If you haven’t logged in
before you'll need your PEHI 1D number and Social Security

number to create an account.

per Serving the Employees Who Serve Utah



https://www1.pehp.org/

www.mychie.org

https://www1.pehp.org/
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Bits and Pieces

' LEADERSHIP
INSTITUTE

ASK AN EXPERT!

Ifyou have a specific question for an
HR Expert that you would like
answered in the next newsletter,
Please send it to
HRNewsletter@utah.gov

We’'d love to hear from you. Please submit
feedback, suggestions, or ideas for future
articles to:

HRNewsletter@utah.gov

Department of
Human Resource
Management

Increasing
Management @
Capacity 1 2
‘!¢ A

Department of Human Resource Management
Administrative Office

2120 State Office Building

Salt Lake City, UT 84114

Phone: 801-538-3025

Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Debbie Cragun Michelle Watts
Sarah Tice Dan Chase
Sherry Saracino Gary Schow
Cathy Lewis Tina Sweet

HR 2 HR is published bi-monthly.

Many State of Utah employees are familiar with the
training workshops and seminars provided by the Utah
Leadership Institute (ULI).

Less well known are the additional services available.
The ULI has several consultants on contract for
managers to utilize within their own agencies. These
contractors can provide services from customized
training to consultation to individual coaching. Please
help your customer agencies make use of the

contractors.
Some examples of the services available include:

+ Project Management

+ Change Management

+ Strategic Planning

+ Executive and Professional Coaching
+  Work Team Retreats

For a complete list of services available visit the
ULI website at

http://www.dhrm.utah.gov/training/ULI/index.html

Gary Schow, HR Education Coordinator
gschow(@utah.gov, 801-538-4022

Y e e e e e e e di e e e e e e et o dat

DHRM Staff Update 6/15/12 to 7/18/12

New Hire

Annabel Cho accepted a position as HR Technician at ERIC

Jasmina Karic accepted a position as HR Technician at ERIC

Mary Christensen accepted a position as HR Technician at
ERIC

Employee Movement

Lyle Almond accepted a position as Research Analyst at
DHRM Administration

Tammy Hunt accepted a position as HR Analyst at DHRM
Administration

Will Clark accepted a position as HR Technician at DHRM
Administration




http://www.dhrm.utah.gov/training/ULI/index.html
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Our team — Leading the way 1n public HR

By Jeff Herring

As | get out to all visit all of our staff
with the framed picture and quote from
the Lieutenant Governor, | am
reminded of why we are able to
continually “lead the way”. It is
because of our great team. | do not
know a group of individuals that is so
singularly committed to serving our
customers and being professionals. All
of the accolades and recognition goes
directly to you.

Whether it is transforming our
department with ERIC or planning our
office winter party, | know that when
you take on a task it will be done well
and it will be done right. More than
that, | know that as a department we
pull together to achieve our outcomes
whatever they may be.

In the quote from the Lieutenant
Governor, he mentions our incredible
fiscal savings. However, | focus on the
next part of that quote that discusses
the satisfied customers. When
organizations can combine these two
aspects of business, they really can
“lead the way”. Because of your work
and efforts, | get excited to attend my
annual summer meetings with my
colleagues from around the country to
share with them how we are “leading
the way”.

| know that
part of leading
the way is
continual
improvement.
Often times, |
think continual
improvement is
just a code for
change and we
all know that
Change causes DHRM Executive Director
anxiety and discomfort. However, |
believe that change and
transformation is an important key to
“leading the way”. Change is constant,
if for no other reason than the internal
and external environment is always
changing. When we become satisfied
where we are, we lose focus on where
we need to go. Therefore, | ask that
we learn to accept change as a
constant and learn to recognize it for
what it is — a key element of growth.
Thanks for all you do and what you
have all helped us accomplish. If |
haven't yet been to your field office for
a visit and to present you with your
framed picture, you will be seeing me
soon. Take care.
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Payroll Consolidation and ERIC

By Bart Olsen, HR Manager Members of the ERIC
Employee Resource Information Center (ERIC) Leadership Team and the DHRM

In accordance with the passage of HB 80 during Executive Management Team have
this year’s Legislative Session, all executive branch been working closely with HR
agencies that currently process their own payroll Managers and key stakeholder staff
will transition payroll services to ERIC — with three in the transitioning agencies to
exceptions: UDOT, DNR, and DTS. understand unique agency payroll

The bill requires this transition to take place on or needs and to communicate
before September 19, 2012. In order to meet the changes and timelines.
requirements of the bill, ERIC leadership developed As a part of the payroll transition
a plan for all of those agencies to transition over a project, ERIC will be hiring five part
period of several months beginning in June. Followingis  -time, non-benefitted staff to process payroll during payroll

the timeline for this transition: week. ERIC leadership members are in the process of
interviewing for those positions and the plan is to have
June 11: Workforce Services them begin training early June. The DHRM Admin office
June 25: Agriculture, Labor Commission, Public recently completed yet ANOTHER remodel project to make
Service Commission, USTAR, Trust Lands, space for these additional staff.
Financial Institutions, Veterans’ Affairs We are excited for these changes and look forward to
July 9: Corrections, Board of Pardons, Health continuing to provide the best possible customer service to
August 6: Governor’s Office, GOED, Public Lands our agency customers and to you, our DHRM customers. If
September 4: Medical Education Council, USDB you notice anything you believe we can improve, please

don't hesitate to contact me or any member of the ERIC

September 17: Public Safety leadership team

DHRM 2012 Summer =N FIOW [

f

= g
Topic: Career Mobility Actions b

Mee'l'lng When an employee is ending a career mobility
assignment, what is the right way to process the action

Date: Wednesday August 15. 2012 if the assignment becomes permanent during or at the
] ; I conclusion of the specified time period?

Time: 10:00 a.m. - 2:30 p.m. There seems to be a common misconception in
DHRM that employees can just stay in the title, this is
Place: Sugar House Park incorrect. Assuming the employee was originally

selected for the career mobility assignment through a
2100 South 1383 East, SLC competitive process or a competitive recruitment was

: : - used after the completion of the assignment to select
Fabian Lakeside Pavilion the employee, a career mobility end ePAR must be
submitted to officially end the assignment and return
them to their original or similar position and salary plus
an additional ePAR is required to assign the employee
to the new title. This may seem unnecessary but career
mobility assignments do have an expiration date and
the HRE action should reflect accurate information.

If the employee’s career mobility assignment does not
become permanent by it's conclusion, the employee
should then be returned to the previous or similar
position at the salary rate described in R477-6-4(11). If
you have questions when submitting your ePARS
contact ERIC for further details.

Department of
Human Resource Management
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pplying for Long Term

By Billie King, HR Consultant

Beginning July 1, 2012, employees will have SIX months
from the last day worked in their regular job to apply for
Long-Term Disability (LTD). This reduced application
period is due to a legislative change in the Long Term
Disability statute.

If an employee is working a Temporary Transitional
Assignment (TTA), either modified or accommodated duty,
they will still only have 6 months from the last day of work
in their regular job to apply for LTD. The TTA does not
start the clock over for the LTD application.

The National Council on
Fireworks offers these safety
tips, to help keep you safe
during the summer holiday
season:

Use fireworks outdoors only.

Obey local laws. If fireworks are not legal where
you live, do not use them.

Always have water handy. (A hose or bucket).

Only use fireworks as intended. Don't try to alter
them or combine them.

Never relight a "dud" firework. Wait 20 minutes
and then soak it in a bucket of water.

Use common sense. Spectators should keep a

safe distance from the shooter and the shooter
should wear safety glasses.

Alcohol and fireworks do not mix. Have a
"designated shooter."

Only persons over the age of 12 should be
allowed to handle sparklers of any type.

Do not ever use homemade fireworks or illegal
explosives: They can kill you! Report illegal
explosives to the fire or police department in your
community.

The National Council on Fireworks Safety invites
you to celebrate our nation's
, heritage on the Fourth of July,
1 but celebrate safely.
For more information visit http://
www.fireworksafety.com/

Please inform employees about the new LTD application
timeframe as soon as they stop working in their regular job
so that the employee does not miss this reduced
application period.

Additionally, the six month application period should not
be confused with the three month elimination period.
These are separate events. Employees will still be subject
to the 3-month elimination period during which time PEHP/
LTD will process the LTD claim and do a thorough review
of the case file in order to make a final determination of
benefits. Employees may visit www.pehp.org for more
information or call the LTD Program at 801-366-7583 or
800-365-7347.

OPEN ENROLLMENT DEADLINE

By Barbara Smith, Human Resource Consultant

Open enrollment is coming to a close for another
year. The deadline is June 15, 2012.

H.B. 437 established an affirmative enrollment
period for employees to confirm their insurance or
the option to choose another plan.

To make changes or verify medical plan
enrollment during this time employees must log in to
their myPEHP account at www.pehp.org .

Medical, Dental, Vision.............. April 13 - June 15
FLEXS ..o, April 13 - June 15
Hyatt Legal......ccccoooeeeiiiiininnnnnn, April 13 - June 15
Group Life ..o Enroll any time

(During this enrollment there is a one-time
bump without evidence of insurability)

AD&D .....ovviiiiiiiiiiiie Enroll any time
The Standard (STDI)................. Enroll any time
but with a Late Enroliment Penalty. New employees
that sign up within 60 days of hire date will have no

penalty.

All changes will take effect July 1, 2012.
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By Barbara Smith, HR Consultant
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issu . is below up to $15,
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Dear PEHP Member:
We're pleased to announce the following enhancements to PEHP Term Life:

The maximum voluntary coverage for employees and spouses increases from
$450,000 to $500,000.
The maximum coverage for children increases from $10,000 to $15,000.

Guaranteed issué amounts increase s follows:

Employee to $150,000 voluntary coverage

Spouse to $50,000 voluntary coverage
Child to $15,000 voluntary coverage
Available spousé coverage amounts are Now similar to employee coverage

amounts. previous coverage agmounts aré still valid, but any future

application will be for the new amounts.

pEHP will offer a one-time increase, without requiring evidence of insurability, to

the guaranteed issue amount or the next available coveragé amount,

whichever is higher. This increase is available on all employee, spouse, and

child coverage.

Apply online by accessing myPEHP at www.pehp.org by June 30, 2012. Online

enrollment is received immediately upon completion of your application, and

you will receive confirmation via email or written notice. Applications

submitted after June 30, 2012, will requiré evidence O insurability.

All changes are subject to the PEHP Life and Accident Master Policy. New coverage

amounts will be effective after your application is processed and payroll deduction is

implemented.

sincerely,

p()Hp Serving the Employees Who Serve Utah

560 East 200 South » salt Lake City. Ut» £84102-2004 » 801-366-7555 of 300—?65-?34? » www.pehp.org

that a
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Bits and Pieces

Jf Please check the Employee Gateway

£3 ey --~  or HREventure for a listing of
; R \SE J

A | |
Lad & il
T r—
N

l T upcoming Utah Leadership Institute
INE

workshops.

fiifididiidieiTeieRidiinigiRieiieiagnes

!
SR AN RS DHRM Staff Update 3/16/12 to 6/1/12

Ifyou have a specific question for an

New Hire
Denice Graham - Hired as HR Analyst at DHRM’s DHS field
office.

Brenda May - Hired as HR Technician at ERIC.
Will Clark - Hired as HR Technician at ERIC.

Debra Valentine - Hired as HR Consultant at DHRM
Administration.

Sarah Liufau - Hired as Payroll Technician at ERIC

Amelia Hill - Hired as Payroll Technician at ERIC

Janice Rhiddlehoover - Hired as Payroll Technician at ERIC
Judy Schroepfer - Hired as Payroll Technician at ERIC
Elisha Miranda - Hired as Payroll Technician at ERIC
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answered in the next newsletter,

Please send it to
HRNewsletter@utah.gov

We’'d love to hear from you. Please submit
feedback, suggestions, or ideas for future
articles to:

HRNewsletter@utah.gov

l Leading the Way in Publi ZZJ‘I

Human Resource Natalie Gearheart - Accepted a position as HR Analyst at
Man agement DHRM's DEQ field office.

Tami Hart - Accepted a position as HR Analyst at DHRM'’s

— @ Tax/Agriculture field office.

iy X Y Marianne Schow - Accepted a position as Transactions Lead
: at ERIC.

Department of Human Resource Management Bryan Embley - Accepted a position as HR Specialist at

Administrative Office DHRM’s Corrections field office.

2120 State Office Building Dan Chadwick - Accepted a position as HR Recruiter at

Salt Lake City, UT 84114 DHRM Administration.

Phone: 801-538-3025

Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Who Left DHRM
Colby Harmon - Left state employment
Cleo Bird - Retired

Debbie Cragun Michelle Watts Biibiiiiiidiiiiibiiiiiiiiiiiiiitiiiig
Sarah Tice Dan Chase - e p )

Sherry Saracino Gary Schow

Cathy Lewis Tina Sweet

HR 2 HR is published bi-monthly.
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Remove Barriers

By Jeff Herring

I have been thinking about the core
mission of our department. | think that the
time has come for us to review and clarify
our primary focus. We have a complex
mission that is governed by statue, but
when | try to say that mission, | find
myself having to open up the code to
figure it out. Therefore, | want to try to
simplify what it is that we do and to
capture the essence of our DHRM
mission. In direct language, let me say
that the real mission of DHRM is “to
provide tools and remove barriers for our
customer agencies so that they can
accomplish their missions.” Plain and
simple, we exist to make sure the critical
functions of our customer agencies can
be accomplished using DHRM tools and
services.

| think the time is right for us to restate
our mission and our primary purpose
since we have spent so much time and
attention on ERIC over the last year. For
those of you familiar with children, you
understand how much time and energy it
take to get newborns up, eating, and
walking. It is not too different from the
effort required getting ERIC established.
Because it is so new, it takes a lot of
energy to help it get upright. | think we
have now reached the point where ERIC
is up and running.

We should all understand that the work
of getting ERIC established is not our
mission. ERIC is a tool that we use to help
our customer agencies accomplish their
duties. It is a tool that helps provide the

reduced cost of
operation that
allows time and
budget to be
spent in other
critical areas of
our customer
agencies. The
reduced cost also
helps DHRM meet
our obligation to
the taxpayers of
Utah.

This message is not just about ERIC,
but rather the critical role each of us plays
to accomplish our mission. Focus upon
the core mission of our department will
also help us reaffirm our attention toward
the goals of increasing customer service,
efficiency, and management capacity. |
understand the pressures in our field
offices to meet needs and wants of our
customer agencies. | know our Field
Office staff is the heart and soul of
delivering the DHRM mission. We rely on
you to develop the relationships with our
primary customers. It is the job of our
policy, administrative, and ERIC teams to
provide you the tools and support to get
the job done, and ultimately allow our
customer agencies to accomplish their
missions. | am recommitting myself to our
mission and asking everyone at DHRM to
do the same. When we all do our job with
the common focus of providing tools and
removing barriers, there is nothing that
can stop us.

Thanks for all you do. Take care.

Jeff Herring,
DHRM Executive Director
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ERIC’s One Year Anniversar

By Bart Olsen, HR Manager ¢ The ERIC business model changed twice in the first
Here are a few highlights and comparisons from the 12 months: from partially specialized to generalized,
first 12 months of ERIC’s existence: and from generalized to completely specialized.

¢ When ERIC opened in 2011, only about half of the
state agencies processed payroll through ERIC.
Today, ERIC processes payroll for all but three state
agencies.

We have learned a great deal over the past year and

+ ERIC’s customer service rating one week after
opening was 75% satisfied. Two weeks later, that
rating dipped to 63% satisfied. TODAY — our
customer service ratings consistently hover around

0,
90%. are looking forward to another year of process
+ ERIC fielded just 282 calls the week after ERIC improvement, relationship improvement, and efficiency
opened. Today, call volume averages are between gains. One of our main focuses this coming year is to
500 and 650 calls per week. have more face time with our customers, including all of

) ) you in the field offices. We look forward to visiting with
¢ Turnover for the first 12 months at ERIC is around  yoy and learning more about how we can improve the

70% - nearly all of that is positive turnover due to services we provide to you and the relationships we
internal DHRM promotions and transfers. have with you.

(€ i one year old

rr)
LN

er,?c What a difference
DHRM 3 year makes.

ERIC Customer Survey Responses

w20

“Keep up the good work. I'm really glad that we have help

because | need it now and then, and | am so thankful for ERIC.”
- Department of Corrections employee

Department of
Human Resource Management
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Fundamentals of Supervision

By Dan Chase, HR Training Manager realism to the topics they will be learning. This course is
DRHM is preparing to launch its new online supervisor offered fully online, allowing supervisors to participate
training course titled “Fundamentals of Supervision.” wherever they have internet access and whatever time of
Over a two week period supervisors will be introduced to day fits their needs.
important policies and practices relating to effective The first official “Fundamentals of Supervision” course
supervision within state government including: The sessions will be offered in late November or early
expectations the state has of supervisors, disciplinary December. If you have employees that have recently been
action and performance improvement plans, preventing promoted to a supervisory or management position, or if
harassment in the workplace, and other critical liability you just want to help them learn how to become a more
issues. effective manager, this online course will help them master

Participants will also engage in meaningful online group  the basics of supervision in Utah State government.
discussions with other participants to add depth and

Flu Shots

As the time for flu shots approaches, PEHP is asking for Flu shots obtained at the health department -
a reminder of the following details:

¢ Most health departments will submit the itemized

Flu shots obtained at a contracted provider’s office - statement to PEHP for reimbursement.
¢ Most PEHP contracted providers will not charge for ¢ If not, you will need to pay for the flu shot and
an office visit when services rendered are for a flu submit an itemized statement to PEHP for
shot only. reimbursement.
¢ If your provider submits an office visit bill to PEHP, ¢ All eligible services performed are considered for
you will be required to pay an office visit copayment. payment up to PEHP’s Maximum Allowable Fee
Flu shots obtained at a grocery store - (MAF).
0 You will need to pay for the flu shot and submit an If you have questions, contact PEHP Customer Service
itemized statement to PEHP for reimbursement. at 801-366-7555 or 800-765-7347
Z BULIDING DATE/TIME
St. George DHS 178 N. 200 E. Oct. 10, 9am-12pm
Ogden UDOT Region 1 166 West Southwell 5t Oct. 10, 3am-12pm
Cedar City DWS 176 E. 200N Oct. 10, 2pm-4pm
Gunnison Corrections 255 East 300 North Oct. 11, 2pm-6pm
SLC Health 288 N 1460 W, Rm 114 Oct. 22, 9am-1pm
Clearfield DWS/DCFS 1350 E 1450 S Oct. 23, 10am-12pm
Ogden DHS 950 E 25" st. Oct. 18, 10am-1pm
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No Need to be Selfish with “Our” CPM Program!

By Sherry Saracino, HR Consultant So, there’s no to need to be selfish with “our” CPM
Did you know that the Utah Certified Public Manager® program. As you talk to fellow public and non-profit

program is NOT just for state employees? According to employees, go ahead and mention to them that we have

the United States Census Bureau, over 147,000 federal, a fantastic, nationally certified, management training

state, and local government and education employees program just waiting for their employees’ participation.

were working in the State of Utah in 2011. That's a lot of

public servants who are eligible for CPM courses. Add

non-profit organizations to the CPM eligibility list, and

the number of those who could (and should) have CPMs
in their ranks is huge! %flggﬂﬂ:%%’o
PROGRAM

www.cpm.utah.gov

HR Managers’ Toolbox - Utah Leadership Institute

By Gary Schow, HR Education Coordinator Host a workshop - if there is likely to be a broad
Utilizing contractor services through the Utah audience for a training in a workshop/seminar format,
Leadership Institute is very user friendly. Your customer you can work through the ULI to coordinate the logistics.
agencies have access to over 20 providers who have Please contact me for assistance in taking advantage

already been approved through the State purchasing of these services.
process. Contractor services are available in a number Gary Schow, HR Education Coordinator

of ways. Con3|der'the following as you counsel with your gschow@utah.qov, 801-538-4022
customers’ executive teams:

Get a coach for an individual - if there is just one
person needing/wanting instruction or coaching we can . The State of Utah's

recommend providers who will address the objectives \ T
and desired outcomes. A MOU template is available on : UTA}[‘]
the ULI website as a tool to assist in the process. LEADERSP}[}[P
INSTITUTE

Have a facilitator for your workgroup - if there are a
few individuals that need/want the instruction, we can
put you in touch with providers who will be able to meet
the need. The MOU would again be utilized.

ULI contractors offer services in over 30 subject areas including:

« Change management « Communication
« Customer relations « Presentation skills
« Project management - including « Strategic planning
Lean, Six Sigma and Theory of . Time management
Constraints . Performance management and
« Conflict management and corrective action

resolution « and many more



http://www.dhrm.utah.gov/training/ULI/index.html

http://www.census.gov/govs/apes/

http://www.dhrm.utah.gov/training/cpm/index.html
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myPEHP - Spread the Word

Help us get the word out about the valuable information  we pay a claim, we send the member an EOB. If we

available to employees at myPEHP. haven’t collected an email address via myPEHP, we send a
When employees create an account at www.pehp.org, printed and mailed statement for each claim. Over time, it
they get access to their claims, explanations of benefits adds up to a mountain of paperwork — and significant costs.

(EOBs), confirmations of coverage, benefit designs, and In the coming months, we’ll be looking at ways to
more. educate current and new employees about how and why to

Access through myPEHP helps employees access and ~ use myPEHP.
understand their benefits, and it reduces costs. Each time

SAVE PAPER
» WINaniPAD s

To say thank you for helping us reduce
printing and mailing, we're giving away

an iPad and 50 gift cards.

TO BE ELIGIBLE FORTHE DRAWING... 4
WIN GIFT o
Jib Create a myPEHP account caros rrom () JO)
@ air
SUCH AS: ~s ?

@» Give us your email address

» Target
» Sears

B Opt to go paperless » Red Lobster

» Chuck-a-Rama

HAVE YOU ALREADY DONE THOSE THREE THINGS? and many more
CONGRATULATIONS, YOU'RE ALREADY ENTERED! \

—

{ CREATE YOUR myPEHP ACCOUNT AT
+ | WWW.PEHP.ORG BY THE END OF OCTOBER

Winners will be drawn at the end of October and notified
via the email address you provide for myPEHP.

Only subseribers cver 18 with an active PEHP medical or dental plan are eligible to win. Winners have
seven days from the time they are contacted to claim their peize. Faifure to respond in seven days may
mean forfeiture of the prize. Employees of Utah Retirement Systems and PEHP aren’ eligible. iFad is.a

= - e
m M - @ registered trademark and image is a registered tradedress of Apple, Inc. A rights reserved,
w11
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HR Summer Meeting - August 15, 2012
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E PAR H t\O! T Topic: Who started it?

At the conclusion of any school yard fight, the first question the participants are asked is, “Who started it?” This is
the same question you should be asking yourself when you are deciding what action reason you should use to move
an employee from one position to another. To move an employee to a new position you typically use either Internal
Transfer or Reassignment as your action reason. So, why does it matter “who started it™? Well, if the employee
initiates the move to a new position (either by applying for new job or asking to be transferred) you would use Internal
Transfer as your action reason. If it is the agency or management of the agency that initiates the move to a new
position (for org changes or budgetary reasons) you would use Reassignment as your action reason.

This key difference between the two action reasons also
ASK AN EXPERT! determines whether or not the salary of the employee may be
impacted with the move. With a Reassignment, the employee’s
current actual wage may not be lowered except when provided in
HR Expert that you would like federal or state law. Situations where this decrease is allowed are
answered in the next newsletter, rare, but do exist. With an Internal Transfer, management may
decrease the current actual wage of an employee. In both cases, if
a decrease occurs, it must be at least %2% or the minimum rate in
the salary range.

It is also important to note that the employee’s current actual wage

Ifyou have a specific question for an

Please send it to
HRNewsletter@utah.gov

I we'd love to hear from you. Please submit can not be increased on either of these action types. If an employee

| feedback, suggestions, or ideas for future will receive money with the move to the new position, a separate

| articles to: action, typically an ASI, will also need to be entered into HRE. If an

| HRNewsletter@utah.qov increase will take place, you may also want to consider if the move

b oo mm o e e e mm em mm mm mm o e e e should be entered as another action reason, such as a promotion.
Hopefully this helps and remember, when all else fails, consult

" DHRM rule.

Department of

Human Resource f@:@ Lhe d&@/
A Management

Increasing
Minqemenl

Department of Human Resource Management
Administrative Office

2120 State Office Building

Salt Lake City, UT 84114

Phone: 801-538-3025

Fax: 801-538-3081
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Total Compensation Study

By Jeff Herring

The Department of Human Resource
Management (DHRM) is currently in the
beginning stages of a total
compensation study to help in future
policy making. The study will provide
insights to the cost and value of all
areas of compensation, including salary,
benefits, retirement, and leave. This
information will be passed on to the
Governor’s Office and the Legislature to
provide insight based upon data as they
make any shifts to our compensation
mix.

This is important for numerous
reasons. We all know that compensation
is a topic that is often discussed by
employees. We also have seen some
changes to total compensation,
specifically benefits, over the last few
years. Last year, the Governor’s
Optimization Commission called for a
study to examine shifting total
compensation from benefits to salary.
We have also seen proposed legislation
aimed at significantly changing
employee leave. With all of these issues
arising, we wanted to make sure
recommendations and decisions were
based upon correct and current data.

A steering group has been formed and
includes members of DHRM, the
Division of Finance, the Governor’s
Office of Planning and Budget (GOPB),

Utah
Retirement
Systems
(URS),
Public
Employees
Health Plan
(PEHP),
Utah Public
Employees’
Association
(UPEA),
and multiple
legislators.
Their task is
to guide the
process,
select our comparable market, and to
design the Request for Proposal (RFP)
to select an outside consultant that will
conduct the study. With the conclusion
of the 2011 legislative session,
committee members will have more time
to finalize the RFP and select the
consultant.

The project timeline is critical and we
are under pressure to complete and
analyze the study by mid-summer. The
data may be used for discussions and
decisions in budget preparation leading
up to next year’s legislative session.
This is an important project for DHRM
which will provide some useful
information that can be used to create a
well analyzed compensation policy.

Jeff Herring,

DHRM Executive Director
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2011 Legislative Summary

By Con Whipple, HR Director

This was the busiest and most interesting legislative
session DHRM has experienced since 2005 when the bill
consolidating HR into a single department was passed.
The number of bills with substantive HR issues was greater
than we have experienced in recent memory. The majority
can be grouped in four categories: compensation and
benefits, retirement system, immigration, and the structure
of state government. Here is a very brief summary of what
happened with HR in this session.

Compensation and Benefits

Legislators hope to give a boost to high deductible health
care plans with the passage of House Bill (HB)
18. This plan will now be the default policy for
new employees unless they opt for another.
Training for all employees on the various health
plans is mandatory and must be completed by
June 10th. This training will be available on the
Gateway and on DVD.

The funding and details of the compensation
package is contained in Senate Bill (SB) 6 and
House Joint Resolution (HJR) 46. Employees
will not see an increase in costs of retirement benefits or
premiums for dental insurance. However, the premium
ratio for health insurance was moved to 90% employer —
10% employee; it is clear that employees will pay more for
their health insurance this coming fiscal year.

One other bill, HB 404, requires the interim committee to
study the way the state provides health insurance to
employees. This study must be completed by Dec. 10th.

Retirement System

Four bills passed this year that impact the retirement
system. Two of the four address oversights in the Tier Il
system created last year. SB 127 softens the restrictions
for those who return to work after retirement. Retirees are
now allowed to return to work after 60 days and within one
year of retirement if they do not receive state provided
benefits and do not earn more than $15,000 in one
calendar year or one half the final average salary,
whichever is less. The one year waiting period is still in
force however and will be recalculated beginning with the
termination date of their re-employment if the retiree wants
employment in the system with a higher salary and full
benefits.

SB 308 makes a variety of technical and substantive
adjustments to the Tier Il system. New employees will now
have one year to change their election between the
Defined Contribution (DC) plan and the hybrid plan;
employees who choose the DC plan will receive the
Program Il sick leave benefit; and all newly elected officials

are placed in the DC only plan. This bill also provides for
adjustments in the benefits offered if there are fiscal
difficulties with the plan. First, the membership council may
recommend changes if the contribution rate becomes too
high for employees. Second, the legislature may make
adjustments if an actuarial study projects contribution rates
above the 10 percent of pay. Third, if an actuarial study
finds the system is on the brink of failure the legislature
may convert to a different type of retirement plan, distribute
assets to retirees and members or close the system.

Two bills make minor adjustments: SB 90 places board
members of the Board of Pardons in the Public Safety
system; and SB 112 prohibits URS from placing
any future investments in companies that are on
a list that subjects them to the Iran Sanctions
Act of 1996.

Immigration

Four bills passed this year that set immigration
policy for the State of Utah. The Governor has
already signed them into law and they will be
effective on May 10th. The centerpiece and the
bill that will impact DHRM is HB 116. This bill
consolidates provisions from several bills and creates a
“Guest Worker Program” that will be created by the
Department of Public Safety. Under this program, DHRM
will be required to verify the status of new hires with the e-
verify system and the u-verify system that will be part of the
“Guest Worker Program”. As you are aware, we are in full
compliance with e-verify. The u-verify system appears to
be verification that the individual is a legitimate participant
in the “Guest Worker Program”. We will likely make some
changes in our hiring procedures, but must wait for Public
Safety to create the program.

Structure of State Government

A surprising amount of activity this year was directed at
changing the current structure of state government. Two
bills directly impact specific agencies and one has impact
for the executive branch. HB 84 creates an Office of
Inspector General for Medicaid Services in the Governor’s
Office of Planning and Budget. Approximately 24 positions
from the Department of Health will be moved to this new
office. Another bill, HB 287, requires the Executive Director
of the Department of Community and Culture to study
internal restructuring and how its functions, divisions and
programs may be reassigned to other agencies of the
executive branch. On a larger scale, HB 280 establishes a
commission to study options for the consolidation of
executive branch agencies. Recommendations must be
reported to the interim in October and to legislative

leadership in December.
(continued on page 3)
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2011 Legislative Summary (continued)

Additional HR issues

Many other bills raise issues for the HR system, some
more than others. HB 328 requires all agencies to have
services available in as many geographic locations as
necessary Monday through Friday for at least nine hours
per day. As of this writing, the Governor’s Office and
DHRM are studying this bill to assess what scheduling
options it leaves for the workforce.

SB 120 makes two changes to the career service
system. It adds schedule AW to the career service exempt
list to accommodate special needs in the Department of
Workforce Services. It also extends the Career Service
Review Board for one year in order to process some
grievances at the 6th level that were in the
system when it was changed last year.

This year the interim study period will only
address a few HR issues. The interim study
resolution, HIR 24, only calls for a study of
government records (HB 477), state agency
consolidation, and post employment benefits
for elected officials as items related to HR.
Commitments are already in place to address the first two
but not for the third. SB 3 also requires the Division of
Finance to work with DHRM before the next general

A a
»>
v

session and recommend ways to pay down the long term
fiscal liability of the sick leave retirement program.

There was a change to the veteran’s preference code
which will have a small impact for DHRM. HB 384 requires
Utah employers to accept certain professional licenses
granted in other states to spouses of service men stationed
in Utah for employment purposes. The license must be
current and the spouse must be in good standing in their
state.

One bill that did not pass but created a stir was HB 133.
This would have combined sick leave and annual leave into
one category of leave called annual leave and end the sick
leave retirement program Il. Later amendments would
have let employees take cash for unused sick

leave. The bill did not make it through
standing committee and died at the close of
the session but it did raise the issue of
moving towards a “paid time off” system of
leave. This issue will likely be addressed
during the interim with a total compensation
study. DHRM is in the process of issuing a
request for proposal to find a private consultant who can
conduct this study.

Percentage Method Going Away in HRE

By Paul Morley, HR Consultant

As a result of recent changes to DHRM rule, effective
April 7", 2011, you will neither be required, nor have the
ability, to enter a percentage in the HRE system for a
salary action. All salary actions except longevity, which are
preprogrammed to calculate the 2.75% rate for you, can be
entered using the flat rate. This is taking place because
rule no longer requires that increases and decreases in
salary be in 2% increments. With this change ends the
need for you to round up in order to stay on a 2%
increment. There are still a few requirements that you will
need to be aware of and abide by, but they are much more
manageable.

1-Increases and decreases must be at least ¥2% or the
maximum rate or minimum rate of the new salary range.

2- After the 2% requirement is met you have the
discretion to place an employee anywhere within his or her
new salary range as long as it is at or above the minimum
rate and at or below the maximum rate.

3- Promotions must still be at least 5% or the maximum
rate of the new salary range.

Note: The Employee Gateway will have a simplified
calculator that can help you determine what rate a certain

percentage increase will be. This calculator rounds up
normally, so you can come up with the same answer using
one of your own methods.

Keep in mind, HRE will not be programmed with hard
edits; instead the system will give you warnings that let you
know that you have violated one of the three rules above.
Please do not ignore these warnings; they are usually in
red and act as a friendly slap in the face to tell you that
something is not correct. If you have any questions or need
some assistance with a salary action please contact HRE
support or a member of DHRM Administration for
assistance.

i e e e i e e e e A S e o S
Save the Date!

DHRM's summer meeting will be held on
Wednesday, August 17™ in the Washington
Terrace of Washington Park in Parley's
Canyon. Please mark your calendars and

watch for more information.
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April 2011 Visits from ERIC to HR

Benefit Coordinators Meeting &

By Bart Olsen, HR Manager

Bill Brandon and Sharyn Weiser will be accompanying
me to visit HR field offices during the month of April 2011
to have conversations with HR Technicians regarding their
possible assignments at ERIC. One purpose of this visit is
to discuss with staff and HR Managers where staff fit best:
the HR field office, the ERIC customer service team, the
ERIC HRE transaction team, or the ERIC
payroll processing team. Another purpose I
is to have personal, face-to-face
guestion / answer time with individual staff
members that may be assigned to ERIC.

We are looking forward to visiting each
of the field offices during the month of April and getting to
know DHRM staff better. Our goal is to have preliminary
decisions for placement of ERIC staff by April 30, and to
have a decision on all HR Technician staff placement by
May 31.

As we continue to make progress in the design of ERIC,
it is our hope that the level of anxiety some of us may
experience with regard to ERIC implementation will
decrease. We will also continue to keep all of you
informed about changes and updates with ERIC through
continuing webinars, emails, outreach through the
Communications Workgroup, and HR 2 HR articles.

By Barbara Smith, HR Consultant

The Benefit Coordinators Meeting is on April 13, 2011,
from 8am to 1pm, with registration and continental
breakfast from 8am to 9am. It will be held at the SLCC,
Miller Campus Conference Center, 9750 S 300 W, Sandy.

Benefit Fairs will begin on April 18, 2011, and continue
through May 23, 2011. A chart of the benefit fair dates
and locations is on the following page.

DHRM will have be represented at each location to
provide employees with information on benefit updates
and Employee Gateway awareness.

Benefit books will be mailed to employees. Employees
can make changes to Medical, Dental, Term Life

Insurance, AD&D and FLEX$ online April 14, 2010,
through June 10, 2011. They can access My PEHP
through the Employee Gateway or go to www.PEHP.org.
Employees can still use paper enrollment forms accessed
through the EG, Benefits tab, Forms portlet. All paper
forms are due to State HR offices by June 3, 2011, and
must be received by PEHP June 10, 2011. Please
encourage your employees to use the online enroliment
process for benefit changes.

Program | and 11 Sick Leave - New Finance Policy

By Crisanta Gwilliam, Division of Finance
Payroll Trainer

The Division of Finance Policy FIACCT: 11-21.00 Use of
Pre-2006 Sick and Converted Sick Leave Balances was
revised March 21, 2011. The updated policy has two
separate authorization forms, depending on whether an
employee wants to make a portion of their Pre-2006 hours
available for paid absences, or a one-time irrevocable
transfer of all Program | hours into Program Il. The
updated policy and authorization forms are available on the
Division of Finance web site: http://finance.utah.gov/ (in the
Payroll, Payroll Policies section).

Agencies are still required to run the ‘Pre-2006 Hours
Moved Not Used’ report in SAP as part of the leave year
end process and/or when an employee retires or
terminates, whichever comes first to identify employees
that have unused pre-2006 hours that need to be restored
in Program I. This will require that agencies perform quota

corrections to remove the unused leave from Program I
and move it back into the employee’s Program | account.

Agencies must also submit a copy of the ‘One-Time and
Irrevocable Authorization to Transfer All Unused Program |
Sick and Converted Sick Leave Hours to Program II' form
to State Payroll. The employee will then be placed in a
user group to identify them as having made the one-time
irrevocable election. The ‘Pre-2006 Hours Moved Not
Used’ report is also being modified so employees who have
elected to the one-time irrevocable transfer of all Program |
sick and converted sick leave to Program Il will not display
as having unused Program | leave that needs to be moved
back. The updated Business Process Procedures will be
sent to the Payroll Email Notification List as soon as this
change has been made.

Questions regarding this process may be directed to the
State Payroll Help Desk at 801-538-3056 or by sending an
email to payroll@utah.gov.




http://employeegateway.utah.gov
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ROOM

p(}Hp Serving the Employees Who Serve Utah

State Hospital - Provo 1300 East Center St., Provo Gymnasium April 18 | 9a.m.-2 p.m.
Recovery Services 515 East 100 South, SLC 9th Floor Conf. Room April 19 | 9a.m.-Noon
State Courts 450 South State St., SLC Tst Floor Large Conf. Room | April 20 | 9a.m.-2 p.m.
Davis Applied Technology College 550 East 300 South, Kaysville April 21 | 1:30 pm.-3:30 p.m.
State Office Building Administration Building Auditorium April 25 | 9a.m.-2 p.m.
Department of Health 288 North 1460 West, SLC Room 125 April 26 | 9a.m-3pm.
Development Center - American Fork | 895 North 900 East, Heather Building April 27 | 10:30 a.m.-2:30 p.m.
American Fork
Department of Corrections (Fred House) | 14727 Minuteman Dr,, Draper | Gymnasium April 28 | 9a.m.-2 p.m.
UDQT - West Valley City 4501 South 2700 West, SLC | Atrium May2 | 9am.-3pm.
Workforce Services 140 East 300 South, SLC Room 101 N& 1015 May3 [9am.-3pm.
Department of Education 250 East 500 South, SLC Board Room May4 [ 9am.-2pm.
Human Services & Environmental Quality | 195 North 1950 West, SLC Common Area May5 [9am.-2pm.
Human Services - Logan 115 Golf Course Rd., Logan DCFS Large Conf. Room May9 | 9am-11am.
DCFS - Ogden 950 East 25th Street, Ogden | Main Conf. Room May10 | 9am.-11am.
Workforce Services - Clearfield 1290 East 1450 South, Large Conf. Room May10 | 1p.m.-3pm.
(learfield
Natural Resources 1594 West North Temple, SLC | Auditorium May 11 | 9a.m.-Noon
Ogden Regional Center 2540 Washington Blvd., Ogden | Large Conf. Room May12 | 10a.m.-2 p.m.
Workforce Services - Price 475West Price River Dr, Price | Large Conf. Room May 16 | 10a.m.-Noon
Workforce Services - Moab 457 Kane Creek Blvd., Moab May 17 | 10a.m.-Noon
Department of Corrections - Gunnison | 255 East 300 North, Gunnison May 18 | 9a.m.-Noon
UDOT - Richfield 1345 South 350 West, Richfield | Portable May18 | 2 p.m.-430p.m.
DCFS Administration Building - St. George | 359 East Riverside Dr,, Conf. Room May 19 | 9a.m.-Noon
St. George
Workforce Services - Cedar City 176 East 200 North, Cedar City May19 | 2pm.-4pm.
Tax Commission 210 North 1950 West, SLC Room 1026 May23 | 9am.-1pm.

Attention State Employees!!!

This is your opportunity to meet with the various benefit carriers and learn more about the options available to you as a State
of Utah employee. Don't forget to register to win one of the great prizes furnished by the vendors.
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Update: On-line WHP Training
By Rick Hughes, HR Director

In early March, we launched the online Workplace
Harassment Prevention module for DHRM employees to
test it. Many of you provided feedback on the training

playing continuously. Though we never did determine what
exactly the problem was, it seemed more aggravated while
the legislature was in session and it is now playing more
consistently. Come to think of it, | was a little aggravated at
that time, too.

module and we have made some improvements. Thank We are implementing some measures to address this

you for your feedback.

While the program worked seamlessly for many, some
employees experienced difficulties with the video not

ASK AN EXPERT!

Ifyou have a specific question for an
HR Expert that you would like

answered in the next newsletter,

Please send it to
HRNewsletter@utah.gov

We’'d love to hear from you. Please submit
feedback, suggestions, or ideas for future
articles to:

HRNewsletter@utah.gov

ommunication
ollaboration
oordination

onsistency

DHRM

Department of Human Resource Management
Administrative Office

2120 State Office Building

Salt Lake City, UT 84114

Phone: 801-538-3025

Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Debbie Cragun Michelle Watts
Sarah Tice Dan Chase
Sherry Saracino Gary Schow
Cathy Lewis

HR 2 HR is published bi-monthly.

issue and will continue to monitor the module’s functionality
as we roll it out to a larger state employee audience. The
module is now available on the Training tab of the
Employee Gateway.
SEBEBBEEEBBBEBEBEREBEBBB6BEBBB865866884%
3 DHRM Staff Update 1/16/11 to 3/15/11

&

: Employee Movement

& Jamie Nagle — Accepted a position as HR Specialist at DHRM'’s
Capitol Hill field office.

Becky Snider — Accepted a position as HR Analyst at the DHRM'’s
State Hospital field office.

Tina Sweet — Accepted a position as Knowledge Base & Training
Consultant at DHRM'’s ERIC.

Mike Tribe — Accepted a position as HR Specialist at DHRM’s
Dept of Human Services field office.

Amy Ridge — New hire, HR Technician at DHRM'’s Dept of Human
Services, Utah State Developmental Center field office.

Ok B B Bk Gk Bk Bk Ok Bk Bk O Bk bk Bk O B Bk Bk Ok B

# Who Left DHRM
: Angela Evans — Resigned

OF O B O O O Ok O Ok O e Ok Ok O O O O O O O O B O O O e O O O

&

SEEEEEBEEEEEB BB EBB BB EHBEHES

Did you know that PEHP will come out to your
agency and give presentations about benefits
for new hires, retirement benefits, Medicare

Supplement, and other customized meetings?
To schedule a meeting call or email Justin Seal at 801-
366-7775, justin.seal@pehp.org .

Please check the

ura E. H_ Employee Gateway

JLEALD L]_\SL.J_P or HREventure for
INSTTTUTRE

upcoming Utah Leadership Institute workshops.

\

a listing of




http://employeegateway.utah.gov

http://employeegateway.utah.gov

https://hreventure.dhrm.utah.gov
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General salary increase

By Jeff Herring

As most of you know, state agencies
received funding for a 1% salary increase
for certain state employees this year. |
have received many questions regarding
what that means and how it will be
implemented. Most of the questions
received are regarding whether this will be
a 1% Cost of Living Adjustment (COLA),
Merit, or agency discretionary money for
employee compensation. The answer is —
none of the above. The increase will be
implemented as a 1% “general salary
increase” this year.

What is a general salary increase? And,
why are we choosing this tool? A “general
salary increase” is a salary action that
raises employee salaries, but does not
change the salary range. It is similar to a
COLA in that salaries move up by 1%, but
instead of being at the same relative spot
in your salary range, you will be 1% further
in the salary range.

This method was chosen due to the
significant and excessive salary
compression that exists in the State.
Currently, almost 50% of the State’s
workforces’ salaries are located in the
bottom 25% of the respective salary
ranges. We have about another 25% of
employee salaries that are located in the
25%-50% of the respective salary ranges.

Having 75% of the workforce salaries
below midpoint of the salary range creates
some significant challenges. It creates
internal morale problems. While we all
know that there is more to public service
than salary, it is not difficult to imagine the

disappointment
that a 20-year
employee could
feel if they were
making the same
amount as a
newly hired
employee. This
discrepancy also
creates difficulty in
attracting new y
talent to state ;

DHRM Executive Director
Because of the
internal equity issues that are created by
salary compression, state agencies often
have no flexibility in the hiring wage for
new candidates and the minimum of the
salary range becomes the de facto hiring
wage.

This general salary increase will help to
move employees through their salary
ranges and will free up some room at the
bottom of the salary range to begin to
obtain flexibility for our recruitment efforts.

Another issue is what happens for those
employees that are already at the
maximum of their salary ranges or in
salary longevity. In these cases, because
we cannot give an ongoing salary increase
above the maximum of their salary range,
they will receive a one-time bonus
equivalent to 1%.

I hope this helps answer some of
common questions for you and our
customers. Watch for further details in the
Compensation Bulletin. Thanks for all you
do.
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2012 Leqgislative Report

By Conroy Whipple, HR Director

The 2012 legislative session is notable for the large
number of bills that had potential impact on employees and
the HR system. These bills fall into four basic categories:
compensation and benefits, changes to state agencies,
DHRM rules, and GRAMA. Here is a quick overview of the
issues and what happened.

Compensation and Benefits

It should be no surprise that most of the issues are in the
area of compensation and benefits. House Bill (HB) 9,
State Agency and Higher Education Compensation
Appropriations, provides for a one percent increase in
salary. This will not be a COLA but a general increase for
most state employees. The difference is that a COLA
moves the range and keeps employees in the same
relative position on the range.
This general increase will i
move employees within the
range while not moving the
range. This will help reduce
compression at the bottom of
the range which is the number
one problem in our
comgensation system. This G-l ‘.“Eum'-'d itk
bill also funds the full :
increased cost of retirement
benefits, the termination pools, |
the Other Post Employment
Benefit pool (OPEB) which funds the sick leave retirement
program, and increased un-employment insurance costs.

There are a large number of changes in the health and
medical insurance benefit, most are the result of House
Joint Resolution (HJR) 21, Joint Resolution on State
Health Insurance. Most employees will see little if any
immediate cost impact from these changes:

e Premiums for health insurance for FY12 will stay

the same as FY11, but it is still unknown what the
HSA contribution will be.

e Increases in medical insurance premiums will be
funded through one-time funding from the excess
reserves at PEHP.

e Advantage and Summit Care will stay at a 90/10
premium split.

e Dental premiums will change to a 90/10 premium
split. Each plan (traditional and preferred) will be
restructured so the traditional plans will see a
reduction in the premium costs, while the preferred
plans will see a slight increase.

e Advantage and Summit Care will have a change in
co-insurance from a 90/10 split to an 80/20 split to
be equivalent to the co-insurance on the HDHP
plans. Co-pay amounts will stay the same and
deductibles/co-insurance for ER and Lab will
change (more detail to come).

e Creates a new HDHP option for employees. This
plan will have significantly less benefits and will
have a 70/30 co-insurance, plus an HSA. The HSA
contribution amount is still unknown.

e PEHP will explore options for sliding premiums/
deductibles based on wellness.

There is continuing interest in high deductible health
plans (HDHP) this year. HB 437 - Public Employee
Health Care Benefits, provides for an increased incentive
for employees to participate. PEHP must provide training
on HDHP plans, including
coordination of benefits,
restrictions, and tax
implications; they must
also coordinate annual
open enrollment with
DHRM. All HSA
contributions for
employees on an HDHP
plan will be deposited twice
yearly, in July and January
instead of bi-weekly. The
HDHP plans will also
include a portability factor, so an employee who has been
on an HDHP plan for at least 4 years and leaves state
employment can choose to purchase the same plan
through PEHP’s conversion policy, at their own expense.
And lastly, it requires health plan option training for all state
employees again this year.

Three bills made some important changes for small
groups of employees. In Section 67-19-27 a state trooper
who is injured or disabled in the line of duty from a
felonious act receives 100% of salary and benefits during
the period of disability. The circumstances that invoke this
benefit are expanded by HB 121, Disabled Law
Enforcement Amendments, to include a motor vehicle
accident where the trooper was not negligent in causing the
accident. One provision of HB 256, Retirement
Modifications, establishes an exemption to vesting
requirements for the tier Il system for certain positions,
similar to the exemption that now exists from the tier |
system. This will impact about two dozen employees who
were hired in the offices of elected officials between July 1,

(continued on page 3)
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2012 Legislative Report (continued from page 2

The post-retirement health care benefit is eliminated for
legislators and governors who begin service on or after
January 1, 2012 with the passage of Senate Bill (SB) 156,
Elected Official Retirement Benefits Amendments.

And finally, state employees need to be aware that HB
46, Electronic Personal Medical Records, places state
employees and their dependents in the Clinical Health
Information Exchange (CHIE). The CHIE will allow medical
professionals to view a person’s medical records when
treatment is required away from the chosen provider. The
bill requires notification from PEHP that the employee is
enrolled in the exchange and has the right to opt out.

Changes to Executive
Branch Agencies
Operations in three
executive branch agencies
are seriously impacted as a
result of legislation this year.
The passage of HB 80, 1111
Reorganization of
Administrative Support [
Functions in State
Agencies, gives the
Department of Human
Resource Management
authority to provide all

[l
payroll services for the
executive branch with the

exception of the Attorney General, Treasurer, Auditor,
DOT, DTS, and DNR beginning Sept. 19, 2012. The
Department of Administrative Services is also required to
conduct a study of administrative support services such as
purchasing and finance in certain agencies to asses the
feasibility of transferring them to DAS or another agency.
The Department of Community and Culture (DCC) is even
more seriously impacted by HB 139, Department of
Community and Culture Amendments. The Division of
Housing and Community Development is moved from DCC
to the Department of Workforce Services and DCC is
renamed the Department of Heritage and Arts. These two
bills are recommendations coming out of Governor
Herbert's “operational excellence” initiative.

The management structure of the Department of
Alcoholic Beverage Control is re-configured by SB 66,
Alcoholic Beverage Control Related Amendments.

T —

Portions of this bill provide a detailed process for the
Governor to appoint the director of the department of
Alcoholic Beverage Control and for the director to appoint
“upper management”. Currently the director is appointed
by a board. This bill is the result of a legislative audit of the
department conducted last summer.

DHRM Rules

A recent audit by the Office of the State Auditor called
into question part of the state incentive award program in
rule R477-6-5, Incentive Awards. There were two issues;
the legal authority of DHRM to establish “market based”
awards, and the DHRM interpretation of the phrase “per
occurrence” in the rule. The audit was presented to the
Legislative Administrative Rules Review Committee who
concluded that clarifying language in code and in rule was
necessary to resolve differences in the interpretation and
use of the rule. The members voted to not re-authorize
R477-6-5 in the annual rules re-authorization bill until it was
amended. Two things needed to happen: the law had to be
amended to grant DHRM clear authority to provide “market
based” awards, and then a rule had to be crafted and filed
under authority of this amendment. The amendment of the
law was accomplished with the passage of HB 251, Utah
State Personnel Management Act Amendments.
Fortunately this happened early in the session and DHRM
was able to file a rule that satisfied the members of the
Administrative Rules Review Committee and R477-6-5 was
removed from the list of rules not re-authorized in SB 30,
Administrative Rules Reauthorization. This rule will be
made effective on July 1, 2012.

GRAMA

Amendments to GRAMA will have a substantial impact
on DHRM and how access to HR records is managed. SB
177, Government Records Access and Management
Act Amendments, establishes a government records
ombudsman and requires the Division of Archives and
Records Service to provide annual training to agency
records officers. It lowers the bar for disclosure of records
giving more weight to public interest and standards are set
for the release of litigation and enforcement records. A
good faith defense is allowed for an employee who fails to
release a record. The bill also extends the time from 5 days
to 7 business days for the records committee to respond to
an appeal.
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Have you Heard About the Swing Out Option?

By Paul Morley, HR Consultant, DHRM and the swing out option, non-contracted providers have
Justin Seal, Marketing Specialist, PEHP no such obligation and can bill the employee the

Did you know that on January 1st, 2012 employees balance after PEHP has paid.
enrolled in the Advantage or Summit Care networks are e Finally, this added benefit does not apply to out-of-
allowed to swing out of their network provider anywhere in state claims, so employees should continue to use
the State of Utah? This means that eligible claims received the MultiPlan national provider card to receive
by PEHP from non-contracted providers will now be paid at eligible services at the in-network benefit when
a reduced percentage instead of being denied. traveling outside the state.

This change makes the high premium costs employees Employees should understand these stipulations before
pay on the Preferred Care network less desirable since the seeking care from a non-contracted provider and/or switch
other plans now provide an out-of-network benefit. from the Preferred Care network to the Advantage or

There are a few things that employees should know Summit Care networks this year.
about the Swing Out Option: PEHP and DHRM will be marketing this change to

e First, out-of-network charges will apply towards the ~employees during the 2012 open enrollment period for
annual deductible; however, those charges will not benefits. Additionally, the annual benefits book will have

apply towards the annual out-of-pocket maximum.  information about how both contracted and non-contracted
providers work for each type of service under the benefits

e Second, you may be aware that providers who are ; X
grid for the Advantage and Summit care networks.

contracted with Advantage or Summit Care are
obligated to write-off any balance after PEHP pays 7
their share and the employee has paid theirs. Under ( p

Serving the Employeas Who Serve Utah

STATE Advantage & Summit Care>>MEDICAL BENEFITS GRID

Refer to the Advantage and Summit Care Provider Plan Master Policy for specific criteria for the benefits listed below, as well as
information on limitations and exclusions.
*Services received by a non-contracted provider will be paid at a percentage of PEHP’s Maximum Allowable Fee (MAF). You will be
responsible for your assigned coinsurance and deductible (if applicable). You will also be responsible for any amounts billed by a

D7,

here is no Out-of-Pocket Maximuim Jor ser

Contracted

Non-Contracted Applicable 1.1.12
LIMITS

Plan year Deductible $250 per individual, $500 per family Same as using a contracted provider
In and Out of Network Deductibles are *See Above for Additional Information
combined **See Below for Additional Information
Pharmacy Deductible $100 per Individual, $200 Per Family N/A
Plan year Out-of-Pocket Maximum $2,500 per individual, $5,000 per double, No Out-of-Pocket Maximum

$7,500 per family *See Above for Additional Information

**See Below for Additional Information

Pharmacy Out-Of-Pocket Maximum $3,000 per Individual N/A
Does not apply to non-preferred drugs
Specialty Drug Out-of-Pocket Maximum $3,600 per member, per year No Out-of-Pocket Maximum
Separate Yearly Out-of-Pocket Maximum
Maximum Lifetime Benefit None None
Pre-existing Condition Waiting Period 9-month Waiting Period— waived or 9-month Waiting Period— waived or reduced
Does not apply to any individual up to age reduced with evidence of prior Creditable with evidence of prior Creditable Coverage
19 Coverage
**Applicable deductibles and coinsurance for services provided by a non-contracted provider will apply to your in-network plan year
deductible and Out-of- Pocket Maximum. However, once your in-network deductible and Out-of-Pocket Maximum are met, coinsurance
amounts for non-contracted providers will still apply.



https://www1.pehp.org/Default.aspx
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FY2013 OPEN ENROLLMENT

Enrollment: 04/13/2012 — 06/15/2012

Medical, Dental, Vision. .......... April 13- June 15

FLEXS oot April 13 — June 15

Hyatt Legal........ccccoevveeeeriennnnns April 13 — June 15

Group Life ..o Enroll any time (With evidence of insurability)

AD&ED .....ccooviiii, Enroll any time

The Standard (STDI)............... Enroll any time but with a Late Enrollment Penalty. New

All changes will take effect July 1, 2012.

employees that sign up within 60 days of hire date will have no penalty.

PCHP

AGENCY

ADDRESS

2012 State Benefit Fair Schedule

ROOM

DATE

TIME

State Courts - SLC 450 S State St. SLC 1st Floor Conf. Room 18-Apr (10:00-2:00
DATC - Kaysville 550 E 300 S Kaysville Student Commons 19-Apr |1:30-3:30
Snow College 150 E College Ave. Ephraim Noyes Building, 4th Floor  [20-Apr |1:00-3:00
State Office Building - SLC Administration Building Auditorium 23-Apr (9:00-2:00
Human Services/Environmental Quality 195 N 1950 W SLC Common Area 24-Apr |9:00-2:00
Development Center - American Fork 895 N 900 E American Fork Heather Building 25-Apr [10:30-2:30
Department of Corrections (Fred House) 14727 Minuteman Dr. Draper Gymnasium 26-Apr [9:00-2:00
State Hospital - Provo 1300 E Center St. Provo Gymnasium 30-Apr (9:00-2:00
Department of Education - SLC 250 E 500 S SLC Board Room 1-May  |1:00-4:00
DCEFS - Ogden 950 E 25th Street Large Conf. Room 2-May  [9:00-11:00
Workforce Services - Clearfield 1290 E 1450 S Clearfield Large Conf. Room 2-May  [1:00-3:00
Department of Health - SLC 288 N 1460 W SLC Room 125 3-May  [9:00-2:00
Recovery Services - SLC 515 E 100 S SLC 9th Floor Conf. Room 7-May  [1:00-4:00
Courts - Logan 135 N 100 W Logan Large Conf. Room 8-May [10:00-12:00
Workforce Services - SLC 140 E 300 S SLC Room 101 N & 101 S 9-May [9:00-3:00
|Ogden Regional Center - Ogden 2540 Washington Blvd. Ogden Large Conf. Room 10-May (10:00-2:00
Workforce Services - Price 475 W Price River Dr. Price Large Conf. Room 14-May [10:00-12:00
Workforce Services - Moab 457 Kane Creek Blvd. Conf. Room 15-May |10:00-12:00
Department of Corrections - Gunnison 255 E 300 N Gunnison Large Conf. Room 16-May [9:00-12:00
UDOT - Richfield 210 W 800 S Richfield Large Conf. Room 16-May |2:00-4:00
Dixie State College - St. George 2255700 E St. George Gardner Center Ballroom  [17-May |9:00-12:00
Workforce Services - Cedar City 176 E 200 N Cedar City Large Conf. Room 17-May |2:00-4:00
Tax Commission - SLC 210 N 1950 W SLC Room 1026 21-May (9:00-1:00
Natural Resources - SLC 1594 W North Temple SLC Auditorium 22-May [9:00-12:00
UDOT - West Valley City 4501 S 2700 W SLC Atrium 23-May [9:00-3:00
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I WANT YOU TO LEARN
Innovation and Inﬂuence

- the 2012 Managers Conference

Presented by
Department of Human Resource Management
and the Utah Society of Certified Public Managers

CLICK HERE FOR CONFERENCE INFO
CONFERENCE FEE IS $99 for Standard registration
579 for USCPM Members

& S

=
5,050 cp stud ill receive 5 elective credits for attending thi LU8LIC MANAGCER®
S tudents will receive 5 elective credits for attending this event. <~ oA

““““““

Save the Date - 2012 Summer Meeting

Date: Wednesday, August 15, 2012

Time: 10:00 a.m. - 2:30 p.m. ®,

Placess SURaRgEise~aTk Hﬁ‘r)naarltlnlli%g%?li;ce Management
2100 South 1383 East, SLC /

Fabian Lakeside Pavilion

Welcome to your park.




https://hreventure.dhrm.utah.gov/flyer/event29183/2012_Managers_Conference.pdf
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Bits and Pieces

UTAH

Please check the Employee Gateway

T:JF f\ Al

)
=
] o |

!

y or HREventure for a listing of

INSTITTUTE

upcoming Utah Leadership Institute
workshops.

ASK AN EXPERT!

Ifyou have a specific question for an
HR Expert that you would like
answered in the next newsletter,
Please send it to
HRNewsletter@utah.gov

We’'d love to hear from you. Please submit
feedback, suggestions, or ideas for future

articles to:

HRNewsletter@utah.gov

Department of
Human Resource
Management

Increasing @
Management !
Capacity i 1 ¥

W

Department of Human Resource Management
Administrative Office

2120 State Office Building

Salt Lake City, UT 84114

Phone: 801-538-3025

Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Debbie Cragun Michelle Watts
Sarah Tice Dan Chase
Sherry Saracino Gary Schow
Cathy Lewis Tina Sweet

HR 2 HR is published bi-monthly.

e e i L

& New Hire

2 Benjamin (Seth) Niederhauser - Hired as HR Specialist at
Ashley Nelsen - Hired as HR Technician at DHRM'’s Public Safety
Mary Morehouse - Hired as HR Technician at DHRM'’s DTS field
Employee Movement
& Jennifer Wakefield - Accepted a position as HR Mananger Il at
Aubrey Garduno - Accepted a position as HR Analyst at DHRM'’s -
Rachel Dodge - Accepted a position as Lead HR Technician at
Bethany Alsobrook - Accepted a position as HR Manager | at
Paul Morley - Accepted a position as HR Specialist at DHRM’s

: Dan Chadwick - Accepted a career mobility position at ERIC.
% Lyle Aimond - Accepted a position as TSSP HR Technician at

Dana Powers - Accepted a position as HR Specialist at DHRM's

& Who Left DHRM
& Jamie Nagle - left state employment
Michelle Matsuura - left state employment
?ﬁj David Gardner - left state employment

DHRM Staff Update 1/1/12 to 3/15/12

Pamela Park - Hired as HR Specialist at DHRM’s DHS field
office.

DHRM'’s Tax field office
field office.

office.

DHRM's Commerce, Labor, & DABC field office.
Heber Wells field office.

ERIC.

DHRM's DHS - State Hospital field office.

Corrections field office.

DHRM Administration.

DEQ field office.




https://hreventure.dhrm.utah.gov/utc
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Successful NASPE Conference

By Jeff Herring

| just returned from the annual
National Association of State
Personnel Executives (NASPE)
conference. | always like to share
some of the insights that | obtained. A
theme usually arises at the conference
that underlies almost every
conversation and presentation during
the meeting. This year the two main
topics that kept repeating were shared
services and employee morale.

As | am every year, | am proud of
the work we have done to stay on top
of the profession. When we discuss
shared services, | can honestly say
that we are where more and more
states are heading. We have initiated
two transformational changes. Our
agency consolidation in 2006 and now
our ERIC launch in September. Most,
if not all, of the states present at the
conference are exploring or
implementing one or both of these
changes. It is nice to know that we
have already navigated these complex
issues. You should all feel proud.

Employee morale was the other big
topic discussed. There was a strange
comfort in learning that Utah is not
alone in dealing with difficult economic
situations. In fact, as a state, we have
fared better than most during these

difficult economic times where state

budgets have
been reduced. In
past years, we
have been
asked to do
more with less.
This year, we
were asked to
do more with the
same. | am
hoping that in
the future, we
will actually be
able to do more for employees in the
area of compensation. It will be
interesting to see the results of the
Total Compensation Study (salary and
benefits) that we are having the Hay
Group conduct.

Our vision is to lead the way in
public HR. | keep this at the forefront
of every policy and organization
decision we make. It guides our
strategies of customer service,
efficiency, and management capacity.
When | go to NASPE, | get to check in
with our colleagues from around the
country to see if we are achieving our
vision. After this last NASPE
conference, | can state with
confidence that we are leading the
way.

Jeff Herring,
DHRM Executive Director
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DHRM Achieves Success With Online Training

By Rick Hughes, HR Director DHRM is committed to expanding the availability of

DHRM field training is pleased to report that over 1,200  online training for State of Utah supervisors and managers
state supervisors have completed the online FLSA training and will announce additional learning programs over the
and over 4,000 state employees have completed the online next few months. If you

workplace harassment prevention training. have any questions
The online workplace harassment prevention training is ~ @bout these modules or
available through the Employee Gateway, Training tab, suggestions for future m
Training News portlet. The FLSA training module for online learning
supervisors is accessible through the Management Tools ~ Programs, please feel
tab on the Employee Gateway. In the Management free to contact Bryan
Resources portlet, click on the FLSA Resources toggle, Embley at 801-538-4258
and then click on FLSA Training. Please help us to or bkembley@utah.gov .

continue to market these programs.

Holiday Leave Changes Coming

By Paul Morley, HR Consultant Date
. , Holiday FY 2012
Beginning with Labor Day, Monday, September 5, Observed
2011, holidays will be paid at 8 hours for full-time 1 7/4/2011 Independence Day 9
employees, |'nstead of 9 hours. Part'—t|me empI.oyees 5 7/25/2011 Pioneer Day 9
will have holiday leave pro-rated. Thl_S change .IS a 3 9/5,/2011 Lalror D 3
result of the State’s move back to a five-day, eight g 10/10/ 2011 R =
hour workweek beginning on Saturday, September 3, S E R/ \;):m u,SD = 5
2011. In addition, Columbus Day will again be A1/ - - era.rls. Y
observed as a paid holiday. This means that during 6 11/24/2011 T anksg_lvmg Day 8
the 2012 fiscal year two holidays (Independence Day 7| )T Shesing: 8
and Pioneer Day) will paid at 9 hours and nine $ Lz N_ew fea I_)ay e
holidays will be paid at 8 hours amounting to 90 9 L/ 1o/ 2012 DroMaxtin Luthermgie Day E
hours of holiday pay (See table at right). 10 2/20/2012 Washington and Lincoln Day 8
11 5/28/2012 Memorial Day 8
Total 90

R e e A A e A A G e G e S a a

It's Meeting Time!

DHRM's summer meeting will be
held on Wednesday, August 17™ in
the Washington Terrace pavilion of
Washington Park in Parley's Canyon.

Check-in begins at 11:00 a.m. Please
come enjoy the afternoon.

%%%%%%%%%%%%%%%%%%%%Q{g
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¥
¥
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Successful ERIC Open House

By Bart Olsen, HR Manager
Employee Resource Information Center (ERIC)

On July 14, 2011, DHRM hosted an ERIC Open House
for all HR employees. By the end of the day, close to 100
HR employees had come to tour the newly remodeled
office and get a glimpse of how the space and DHRM'’s
enhanced technology will work together when ERIC opens
on September 19, 2011. Here is what tour participants
experienced:

e Debbie Cragun, Paul Morley, Barbara Smith, Billie
King, Joel Chibota and Dan Chadwick welcomed
visitors to the DHRM suite and gave a tour of the
remodeled space for Admin staff on the west side of
the office

e Bart Olsen, Bill Brandon, and Cole Gilmore gave a

Sharyn Weiser gave a demonstration of the Case
Management System

Tina Sweet gave a demonstration of the NEW
Employee Gateway

Jennifer Krell, Alan Lake, Wendy Peterson, and Rick
Hughes welcomed tour participants to the DHRM
conference room for refreshments and to deliver
ERIC marketing materials

Jeff Herring and Jean Mills were present and
assisted in answering questions from tour
participants and general tour facilitation

David Kitchen, Michelle Campbell, and Jamie Boyle
were also present and were instrumental in general
tour facilitation

| extend my sincere appreciation to all those who

tour of the remodeled space for ERIC staff on the
east side of the office

e Shannon Casias gave a demonstration of how the
new placement feature will function in HRE Recruit

assisted in making the open house a success. We
received a large number of positive comments. Many tour
participants were pleasantly surprised about how the facility
is set to operate and provide HR services. | believe this is
just another positive step forward as we move into a new
and exciting era of DHRM.

Nearly 100 HR employees visited the ERIC open house.

5 Years 15 Years
Sharyn Weiser Crystal Ludwig
Robbin Williams

Jeri Buckley 20 VYears

Dan Chase Jolene Davis

Julie Preece

EP B El Elo Bl £l Bl B El Bl Bl El Bl B R

TR NN AN A A NN A A N AT T A NN N A A TR A A N A T A TN N A AR R N N G P A g
Service Awards
January - June 2017

N N R NG T S NG T NG TG g

25 Years 35 Years
Pat Barrett Brian Gough
Verla Roach

Angel Abbott

Anita Quibell

B0 o & £ B0 Bl E B £0 0 £ £\ B0 E0 £
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Gary Schow is DHRM’s Newest CPM Graduate!

By Sherry Saracino, HR Consultant Congratulations, Gary! For more information regarding
Congratulations to Gary Schow for his achievement of CPM go to www.cpm.utah.gov . Look for an article
completing the Certified Public Manager program! On regarding CPM graduation in next month’s Worklife

Tuesday, July 12, 2011, Gary and a group of new Certified Elevated State Employee Newsletter.
Public Managers were honored during a graduation ¢ ; : : s
ceremony in the State Office Building Auditorium.

Gary’s certification brings the number of DHRM
employees who have completed CPM to 27. As many of
our CPM’s have acknowledged, it is a long road, but well
worth the journey!!

Gary said of his experience, “| appreciate the opportunity
to complete this certification. | have a deeper
understanding of what it takes to be a great manager. |
know that this experience will enable me to better assist
students in the program, as | now have firsthand
knowledge of the course content, and can speak from the
same viewpoint. | look forward to using my training to
enhance my job performance in my current position and
know that it will be invaluable throughout my career.”

Registration for CPM Fall term is open now.

CLICK HERE for the registration flyer.

at the downtown Salt Lake City Sheraton. Some of

The 2011 National AACPM" annual professional v
development conference will be held on October 10-12 '-~ f

America’s foremost leaders in government LEADERSHIP ELEVATED
management and leadership will deliver keynote Management for PEAK PERFORMANCE
addresses. Click on the links to learn more about our S dwmny of Cartifind Public Managuen
keynote speakers. | pe, | October ¥0-12, 201 | Selt Leke City Y

| [Sasa¥y § www.uscpm.org el

The conference website and registration can be found  The theme Leadership Elevated celebrates the leader’s role in a relentless
at http://uscpm.org/CPM-2011-National- quest for advancing the whole self, the work team, and the organization,
Conference.ntml. Utahns can register for the superlow qaynted by the unprecedented turbulence of our day. Gain insight into
conference rate of $150; national conferences often breaking issues, exposure to novel concepts and models, practical tech-

cost up to 55001 This is a once in a lifetime opportunity g a5, and realistic tools to tackle real-life challenges through nationally
to receive this level of training at such a low cost and renowned speakers:

convenient location.
Todd Huston, Peak Performance: Leadership at the Summit and Beyond

Follow us on Twitter @AACPM Ken Miller, Extreme Government Makeover: Increasing Our Capacity to
CPM Elective Credits and professiona CEUs will be Do More Good
awarded. Doug Nielsen, Leadership Elevated: Proven Strategies to Engage, Ignite,

and Launch New Performance Highs
The Leadership Elevated conference is brought toyou  Ron McMillan, Influencer: The Power to Change Anything
by: The Utah Dept of Human Resource
Management, the Utah Society of Certified Public
Managers and the American Academy of Certified

. R Photo Credit: Adam Barker, The Salt Lake
Public Managers valley looking southeast at sunset.




http://www.crownspeakers.com/speakers/todd-huston/

http://www.changeagents.info/

http://www.dougspeaks.com/

http://www.ronmcmillan.net/

https://hreventure.dhrm.utah.gov/flyer/event28727/Fallregistrationflyer.pdf
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Uﬂ | Please check the Employee Gateway
{m]?lrgv—llﬁU 1 upcoming Utah Leadership Institute
N, Ll workshops.

\S} 3 Of HREventure for a listing of

ASK AN EXPERT! DHRM Staff Update 5/16/11 to 7/15/11

Ifyou have a specific question for an

HR Expert that you would like
Employee Movement

Etta Adkins — Accepted a position as HR Specialist at
Please send it to DHRM?’s Office of Education field office.

HRNewsletter@utah.gov Mary Ann Davis — Accepted a position as HR Specialist at
DHRM'’s Transportation field office.

answered in the next newsletter,

I we'd love to hear from you. Please submit Brian Gough — Accepted a position as HR Specialist at
| feedback, suggestions, or ideas for future DHRM’s Utah Schools for the Deaf and the Blind
I articles to: field office
| HRNewsletter@utah.gov
e ——— Who Left DHRM
- Bruce Buland — Retired.

ommunication

ollaboration

oordination Tips for Preventing Heat-Related Iliness

onsistency The best defense is prevention. Here are some prevention

- tips:

o Drink more fluids (nonalcoholic), regardless of your activity
level. Don’t wait until you’re thirsty to drink.

o Don’t drink liquids that contain large amounts of sugar—

Department of Human Resource Management these actually cause you to lose more body fluid. Also,
Administrative Office avoid very cold drinks, because they can cause stomach
2120 State Office Building cramps.

Salt Lake City, UT 84114 « Stay indoors and, if at all possible, stay in an air-

Phone: 801-538-3025 conditioned place. If your home does not have air

Fax: 801-538-3081 conditioning, go to the shopping mall or public library—even
HR 2 HR a few hours spent in air conditioning can help your body
Editor in Chief: Jeff Herring stay cooler when you go back into the heat.

Production Editors: o Wear lightweight, light-colored, loose-fitting clothing.
Debbie Cragun Michelle Watts « NEVER leave anyone, especially children or pets, in a
Sarah Tice Dan Chase closed, parked vehicle.

Sherry Saracino Gary Schow

Cathy Lewis Excerpted from CDC Emergency Prepardness and Response

HR 2 HR is published bi-monthly. website (http://www.bt.cdc.gov/disasters/extremeheat/heattips.asp)
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Where’s Turgel?

Importance of Data Integrity

By Jeff Herring

Only being down by one, a field goal
will win it. It was fourth down. The ball
was on the 25 yard line. With only four
seconds left on the clock, this would be
the last play of the game. The teams are
lined up. The ball
is snapped, and
..... Sorry, it
seems like every
time |
communicate
this is all that |
can say. Oh well,
enough about
football and
more about HR.

| want to take the opportunity to
discuss the importance of data integrity
again. | know that you all hear about it a
lot, but | want to reemphasize it. More
importantly | want to convey to all of you
the important role that you play in the
data gathering process.

First, let me describe why it is so
important. For years now we have been
increasing our data capacity. One of the
goals | want to achieve in this position is
to attempt to increase the perception of
state employees. When | have
discussions with business leaders and
government officials, it is easy to tell the
stories of public employees and their
role and importance, but it is just as
easy to rebut my stories with one of their
own.

The use of data changes that. When
we use data to analyze performance,
demographics, and other business
measures, it has a far greater

persuasive value.
Rather than
responding with
an isolated story,
they have to
challenge our
data and
analysis. If it is
correct, this is
difficult to do.
This is where you [
all come in.

While we are
trying to
automate many
of the functions that drive data, some of
them are, and will continue to be, user
driven. For instance the entry to HRE is
a process that our staff will go through
regardless of automation. Many of you
may not know of the multiple uses of
data that comes directly from HRE. We
receive requests from the Governor,
legislators, and the media on a regular
basis. If our data is not accurate, |
cannot use it to achieve our goal of
demonstrating the value of state
employees.

Therefore, | am asking all of you to not
only look at this task of data integrity
from a compliance standpoint, but from
a standpoint of helping dispel many of
the myths about our public employees. |
think we have the skill and ability to
analyze the data in a way that
demonstrates the great work that is
being done, but it is up to all of us
together to make sure that the data we
are analyzing is correct and accurate.
Thanks for your efforts. Take care.

Jeff Herring,
DHRM Executive Director
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Workgroup Spotlight: Liability

By Rick Hughes, HR Director

The liability workgroup is DHRM'’s longest running
workgroup; it was established on August 1, 2007, just one
year after consolidation. The charter of the liability
workgroup is to:

Decrease liability by increasing statewide
consistency, coordination, and communication on
liability issues.

Pursue ongoing development of Human Resource
Specialist expertise and DHRM-wide “best” practices.

Over the past three years the workgroup has consistently
worked at achieving these goals.

Here are a few of the most important issues the liability

workgroup addressed this past year:

e Specified and implemented new practices proposed
by State Risk Management in the areas of
ergonomic assessments and medical leaves of
absence.

e Provided thorough recommendations on how ERIC
might assist with FMLA, unemployment insurance,
and workers compensation related tasks.

o Performed a comprehensive update of liability
related items on the Employee Gateway to make
sure that the Gateway has the most recent forms
and information.

When the liability workgroup was created it was chaired
by an HR Manager. In January 2010, we implemented the
practice of selecting the chair from within, recognizing the
leadership capacity that existed among the HR specialists
who were the group’s members.

Mike Tribe led the way by chairing the workgroup from
January through June 2010. Bryan Embley has
successfully served as chair for the past six months. We
are thrilled that Marian Capito will chair the liability
workgroup beginning in January 2011.

We are appreciative of Linda Beus for serving as the HR
Manager advisor to the liability workgroup this past year. In
this capacity, Linda acted as a communication conduit
between the workgroup and DHRM’s HR managers and
provided ongoing advice to the group’s chair.

With the ever changing body of HR-related law, DHRM
will increasingly rely
on the liability
workgroup and its
leaders and
advisors as we seek
to control liability e 2
while expanding the (a8
capacity of
managers to
manage.

By Debbie Cragun, HR Admin Director

It has been almost 5 years since the passage of HB
213 and those of us who work with retirements on a
frequent basis have most of the details memorized.
Many details regarding the processing of post retirement
medical benefits have not changed in several years and
that is what makes 2011 different.

Beginning in 2011 employees will be offered an option
to transfer all of their Program | sick and converted sick
leave over to their Program Il accounts.

Why would employees consider this option?

Program Il may have more value to some employees
than Program |I.

If you do not need the health insurance benefits
offered by Program | the HRA money in Program |l may
be more useful.

Employees age 65 or older and on the upper end of
the pay scale may find that the HRA money is more
valuable than the Medicare Supplement benefit.

When can employees make this transfer?

The transfer option is not available until January 1,
2011; therefore employees must be active on this date.
Employees with a Last Day Worked of December 31,
2010, or earlier are not eligible for the transfer.

It is recommended that employees who are interested
in the transfer option wait to make the decision until they
need to because this decision is irrevocable.

The transfer can be made January 1, 2011, or any
time after.

What is the process for transferring leave from
Program | to Program II?

DHRM Admin is working with State Finance to create
a form. It will be posted on the Employee Gateway once
it is available.
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Preliminary Employee Survey Results

By Conroy Whipple, HR Admin Director

The 2010 Employee Survey was designed to measure
the major factors that influence commitment and to gather
employee feedback on current issues facing state
employees. Only a sample of employees in the "core"
workforce (schedules B, AD, AR, AS, and AT) were invited
to participate in the survey.

We were very pleased with the response this year.
Statewide, we had over 4800 employees respond out of
about 6400 who were selected, for a response rate of 68%.
For those statisticians out there, based on the number who
responded, we are 95% confident that the results are within
a +/- 5% margin of error, which is the standard threshold for
survey research.

Part | measured five factors that impact employee
commitment: satisfaction with development, satisfaction
with compensation, satisfaction with socialization, job
satisfaction, and trust.

Job satisfaction and trust are the key factors in
maintaining and raising employee commitment.
Development, socialization, and compensation are three
major factors that influence job satisfaction and trust.
Strategies and tactics that address employee needs in
these three factors will have an indirect but discernible
impact on employee commitment levels. This is illustrated
by the model that was developed by the first iteration of the
survey in 2007.

Satisfaction Satisfaction Satisfaction
with with with
Development Compensation Socialization

Job

‘ L Satisfaction

Commitm ent
(Affective, Continuance, and
Morall

Perhaps the most important thing we learned from Part |
is that we have an opportunity to increase employee
commitment to the state as an employer. Based on the
statewide results, improving satisfaction with development
could have a significant impact on overall employee
commitment levels. The definition of development is the
employees’ perception of opportunities for personal growth
in their position and career. This factor has a very strong
relationship with employee commitment. The score for this
factor was a low 2.8 on a scale of one to five. From a
workforce planning perspective, agency and state-wide
strategies to address this will pay huge dividends.

Part Il addressed a variety of issues: the relative
importance of employee benefits, preferences for increased
pay vs. increased benefits, comparison of total
compensation in state government and in the private
sector, reasons for initially accepting employment with the
state, strength of commitment and reasons for continuing
employment, and perceptions about the 4-10’s schedule.
Here is a quick summary of our initial findings.

e Seventy three percent of employees felt that state
compensation was somewhat or far behind the
market. This feeling was strongest among female
employees, younger employees and non-managers.

e Health benefits were ranked the most important
benefit by 60% of employees, the pension by 29%
and post retirement medical by 6%. Demographic
analysis revealed that 67% of female employees and
63% of managers chose health benefits as most
important. Not surprisingly, the number one reason
for coming to work for the state was the benefits
(23% of employees).

e It was a surprise to discover that 73% of employees,
when hired, had the intention of staying with the
state long enough to earn a pension. This intent was
equally strong among male and female employees
and among managers and non-managers. The
longer employees work for the state the more likely
they are to say this. However, 59% of our youngest
employees (ages 18-30) say they came with the
intent to earn a pension.

e Of some concern is the 43% of employees who said
they would look outside of state government for work
if more opportunities were available. This sentiment
is strongest among younger employees (57%) and
weakest among older employees (16%). The
primary reason they would look is for more pay and
career advancement opportunities.

The last questions in Part Il followed up on the original
research on the 4-10’'s work schedule. Support for this
schedule remains strong with over 75% of employees
stating that they prefer this work schedule over 5-8’s. In
light of the legislative audit, it was interesting to discover
that 60% of employees felt they were more productive
compared to 54% at the end of the 4-10’s pilot study.
Those who felt their productivity was not affected remained
at 24%.

These results provide important insights about the state
workforce. We hope to gain additional information in the
next phase of the analysis, which includes an in depth look
at the comments, a search for statistical relationships, and
the trending of the profile data from the past six years. This
will all be provided to DHRM staff and agencies when it is
completed, hopefully in the first quarter of next year.

The report is available on the employee gateway.
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ERIC Update

By Bart Olsen, HR Manager The HR Optimization Steering Team has made the

The effort to build following decisions on ERIC's ownership of responsibilities:
the Employee - Payroll (where HR owns the payroll functions as
Resource Information opposed to the customer agency)
Center (ERIC) is well - Verifications of Employment (VOE)
underway and we are - Benefits questions
making a lot of ;

- Retirement

progress. As ERIC .
Other HR processes will also be completed at ERIC but

progresses, it is _ L ;
starting to look more a final determination on these functions has not been made
at this time.

and more like a place

that will provide As we reach additional milestones or key decisions, we
unbeatable customer service. It will also be a great work  Will continue to keep you informed through the
environment with excellent career development Communications Workgroup updates, blog posts on the
opportunities. Gateway, webinars, emails, and articles here in HR 2 HR.

On the Employee Gateway - New Retirement Code Chart

By Barbara Smith, HR Consultant Here are examples of some of the new codes that were
Changes were made to the retirement codes we use in ~ added and became effective 7/1/2010 for Public Safety
HRE with the implementation of S.B. 43 on July 1, 2010. employees.

In order to assist you with the changes we created an e 350 PS Rehired Retiree-Active Service: for
FY 2011 Retirement Contribution Codes and Rates sheet retirees who rehire into a PS position 7/1/2010 or
as a helpful tool for those that enter new hires/re-hires later and elect to cancel their pension.
into the HRE system. This tool can be accessed at e 351 PS Rehired Retiree-Pension: for retirees
Employee Gateway->DHRM tab->Comp & Benefits- who rehire into a PS position 7/1/2010 or later and
>Retirement Forms->Retirement Codes and Rates. elect to keep their pension.

Here are examples of some of the new codes that were Remember, when entering a new employee into the URS
added and became effective 7/1/2010 for regular On-Line Certification system, it is important to determine
employees: the proper retirement code and to also determine if they are

e 352 Rehired Retiree-Active Service: for retirees a rehired retiree. Please refer to the chart if you are not
who rehire into a regular position 7/1/2010 or later sure of which code to use when hiring an employee.

and elect to cancel their pension.

e 353 Rehired Retiree-Pension: for retirees who
rehire into a regular position 7/1/2010 or later and
elect to keep their pension.

Put on your flip-flops _3;;;_;;
: — =
It’s time for = 3

DHRM’s ANNUAL WINTER MEETING

weodwnesda Y, December & 2010 at 10:30 am — 2:00 M
State Office Building / 1st Floor Auditorivum
250 North State Street

Salt Lake Citg, Utah g4114 a
mm eans O7¢ - meeting

Lunch will be served
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Should I Invest My Money in This Fickle Stock Market?

Matt Brady, Education and Marketing Rep.,
Utah Retirement Systems

The up and down fluctuations of the market have made
many investors skittish in their investment strategies.
Occasionally you may have heard someone say, “I keep
putting money in, but the value has gone down.” While it is
hard to watch the value of your investments drop, a falling
market can actually be a good thing for the long-term
investor.

When the market is down and you continue to put money
in each pay period, you are buying more shares of the
investment options at a cheaper price. It is as though you
are buying these shares “on sale.” Getting a bargain on
shares of the investment options when the market is down
is like attending a good sale at a store.

In 2008 we saw a huge sale in the stock market. People
were frantic. Some (unfortunately) stopped buying shares

neor neor reor n

Kim Diamoncl-Smith ~December

15 Ycars
Jcnnhccr Wakefield - August

Alan Owcns Octobcr

B e e e e e e e e e e e e K e e e e e e e B e K e K R K B e R T K K K B

5 P B B r

AXANANANA)

because the market was dropping,
while others were systematically
buying more shares at rock bottom
prices. If you have time on your side,
you should think about being in the
latter group. This group buys low and
holds on for long-term growth.

Does anyone know for certain
which way the market will go
tomorrow? No. What we do know is
that historically, and over the long-
term, the market eventually has gone up. For a description
of the investment options and a history of investment
returns, please visit the URS web site (www.urs.org) and
view the Investment Fund Fact Sheets or the Investment
Options and Savings Plans Overview (under the MOST
WANTED tab).

SCFVICC Award E:i
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How Much Life
Insurance do I Need?

Use this worksheet to estimate your family’s needs.

) (Cong-term income needs ) |

Annual income your family needs »

What your family Numnber of years » X i
needs, before taxes, Total » = ]
tomaintain current
Iifestyle typically 60-
70% of current income,

Final expanses »

| Mortgage balance » +
Typically range CRFE e +
between % 10,000
and £15.000. College funding » +
J Child cara » +
Total » = X ]
Total projected costs
{tuition, room and | Assets }
board, plus expenses;,
minus current savings. Investment assets »
Existing life insurance » +
Arty other life insuran ce Estimnated Social Security payments » +

policies you may Total »
hawe, Don't include
accidental death.

Il
=

Life Insurance Needed » A+ B -C

pﬁHp Serving the Employees Who Serve Utah
'_,,/ T ———— e
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Bits and Pieces

Where's Turgel?

Turgel spent a week with Trish in August and hasn't
been heard from in a while.

— -—

ASK AN EXPERT! AL AL UL G L G L L LR L L L S L A L G
% DHRM Staff Update 9/16/10 to 11/15/10 &
Ifyou have a specific question for an } :;;
HR Expert that you would like # Employee Movement 2
answered in the next newsletter, % Bart Olsen — Accepted a position as HR Manager of DHRM's :5
Sl G b Employee Resource Information Center. 3
& Alan Owens — Accepted a position as HR Manager at DHRM'’s §
HRNewsletter@utah.gov #  Utah State Developmental Center field office. v
Gi Cathy Lewis — Accepted a position as HR Specialist at DHRM's %%
I wed love to hear from you. Please submit 1 gg Workforce Services field office. Z&
| feedback, suggestions, or ideas for future | &2 pat Barrett — Accepted a position as SR HR Analyst at DHRM's ¢
| articles to: I'%%  Workforce Services field office. {
| HRNewsletter@utah.gov I Zs Meredith John — Accepted a position as SR HR Analyst at Zs
b e o o o e e e e e e e e e e ) 52 DHRM'’s Transportation field office. &
. . Gi Jeri Lea Buckley — Accepted a position as HR Analyst at 5;
ommunication 5  DHRM's Transportation field office. 5
ollaboration ¢ Julie Preece — Re-hire, HR Technician with DHRM’s g
§  Transportation field office . g
oordination ! !
&, §.
onsistency # Who Left DHRM : &
ei Billie Conder — Retired éz
% Linda McCaffery — Retired 26
D H RM “*és*ésf* AT T T TP T T T TR T TR T T T TR T T TR T T AT T

L A

Department of Human Resource Management ; ©
Administrative Office J "

2120 State Office Building
Salt Lake City, UT 84114
Phone: 801-538-3025 Uﬁ,—}_J_—T
I EA DERSEHTR
INSTITUTL

Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Debbie Cragun Michelle Watts

- - Please check the Employee Gateway or
Sherry Saracino Gary Schow HREventure for a listing of upcoming Utah
Cathy Lewis

HR 2 HR is published bi-monthly. Leadership Institute workshops.
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— Executive Director’s Message

By Jeff Herring

Hi all,

| wish all of you a happy holiday season.
As most of you know, the end of the year
seems to be a natural time when | reflect
upon where we have been and where we
are going. This year is no different. | can
honestly say that we are continuing to lead
the way in public HR.

I look at what we have accomplished this
last year. We have continued to develop as
a department. We have maintained our
customer service focus and at the same time
we have greatly increased our efficiency.
Your efforts were recently recognized by the
Lieutenant Governor as an example of the
great work that is being conducted in State
government. | echo his accolades. You and
your commitment to our mission and
customers are the reason we are successful.

We have helped increase the capacity of
managers to manage. We have made huge
strides in UPM and our training and
development opportunities for managers and
supervisors. | just responded to a follow-up
request from the Legislative Auditor’s Office
where they recommended that we increase
managers’ ability to manage and lead. | was
able to let them know that we had UPM fully
implemented and that we were expanding
our training capacity every day with our
ability to deliver training in person and with
our new online tools.

We have implemented the monumental
task of launching ERIC. This project
impacted everyone department wide and
even extended to our peers outside the
department. Along the way we had a few
bumps and hiccups, but we came together
and successfully launched ERIC which will
further help us achieve our vision.

We completed a
historic total
compensation
study that | am
sure will be a
source of a few
projects in the
future. | am certain
that the data that
was obtained in
this study will be
another tool that  |§
we can use to Jeff Herring,
HEWIENSUTES S DHRIV Executive Director
with the key-
decision makers using accurate data to
make strategic policy regarding our current
and future workforce.

| continually see indicators that Utah is
positioned to lead the nation out of the tough
economic times we have been experiencing.
Our management of our state government
has been recognized as being the best. Our
great employees are the reason that we are
able to achieve this type of recognition. The
Lt. Governor recently made mention of your
efforts in his blog (see entry here). We will
continue to work to maintaining our place at
the top.

Finally, | want to thank you all for the
opportunity to associate with you. You are
consummate professionals and | see on a
regular basis how dedicated you are to what
you do. | think one of the things that make
us successful is the sense of family and
friendship we have in this department. You
are my family away from home. This holiday
season, | wish nothing but the best upon you
and your families.

Happy Holidays,
Jeff




http://blog.lg.utah.gov/2011/11/government-efficiency-is-not-an-oxymoron/
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2011 Leave Year End Processing

By Crisanta Gwilliam, State Payroll Trainer

State Payroll will process the 2011 leave year end
annual ‘use or lose’ and sick leave conversion programs as
soon as the final payroll processing run for pay period 26 is
complete. The schedules and procedures for LYE
Processing were sent to the Payroll Email Notification List
in November. These schedules are also available on the
Division of Finance web page: http://finance.utah.gov (in
the Payroll, Payroll Leave Year End section)

Annual ‘Use or Lose’

Employees have until January 6, 2012 (the end of pay
period 26) to use annual leave over 320 hours before it is
lost. The annual accrual for pay period 26 must also be
used.

Department payroll representatives
are responsible for providing
notification to employees with access
to ESS that they can view the ‘Use or
Lose Annual Leave Over 320 Hours'’
report by clicking on the link located in
the Working Time Area - Leave
Balances section. Department payroll
representatives will need to run the
SAP ‘Annual/Converted Sick Over 320
Hours' report for employees that do
not have access to ESS, and notify all
employees listed on the report while
there is still time for them to use the
annual leave before it is lost.
Employees are responsible for
monitoring their leave balances and
leave usage to minimize the loss of
unused annual leave hours that exceed
the 320 hour limit.

The Sick Leave Conversion process is automatic
unless the employee elects to ‘Opt Out’

This year, 40 hours is the maximum amount of sick leave
an employee is eligible to convert. Sick leave balances as
of January 6, 2012 (the end of pay period 26) are used for
the sick conversion. All employees that are eligible to
convert sick leave will be included in the sick conversion
process UNLESS they opt out by the January 12, 2012 cut-
off date.

Employees with leave benefits who terminate
employment during pay periods 17 through 26 may be
eligible to convert sick leave. The SAP ‘Calculate
Converted Sick Report’ is available to payroll staff and

should be used to determine an employee’s eligibility to
convert sick leave. The report displays the amount to be
used when entering quota corrections to manually convert
sick leave.

Employees may opt out of the sick conversion as follows:

1.) Employees with access to the Employee Self Service
(ESS) internet portal can opt out by clicking on the ‘Opt Out
of Sick Conversion’ link located in the Working Time Area
(Leave Balances Section of ESS.).

2.) Employees that do not have access to ESS must
notify their department’s payroll representative of their
intent to opt out no later than January 6, 2012. Once
notified, the Department Payroll Coordinator is responsible
for changing the Convert Sick Leave flag to ‘Do Not
Convert Sick Leave’ using the ‘Choose Optional Processes
transaction in SAP no later than January 12, 2012.

Why might an employee want to
‘opt out’ of the sick conversion?
Once the employee reaches the 320
hour maximum (for pre-2006
converted and converted sick
combined), hours that are converted
will be added to their annual leave. If
the employee was in a use or lose
situation prior to the sick conversion
and lost annual leave during year end
processing, then converts sick leave
that is added to their annual balance,
the employee runs the risk of losing
the additional hours that were
converted to annual during the next
LYE processing cycle if they are not
used.

Once leave year end processing has
occurred, employees that did not ‘opt out’ have until
February 29, 2012 to notify their department payroll
representative that they would like all, or a portion of, the
hours that were converted returned to their sick leave
account. The deadline for employees to notify agency
payroll representatives to move hours back into sick leave
is February 29, 2012.

The DHRM Rule regarding Converted Sick Leave (R477-
7-5) may be accessed from the following link:

http://www.dhrm.utah.gov/policy/hrrules/Rules 2011.pdf

(continued on page 3)
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(continued from page 2)

FLSA Exempt Anniversary Comp Delete Period

FLSA Exempt employees with a comp delete period of
26 have until January 6, 2012 (the end of pay period 26) to
use their comp time. Please be aware that any comp
earned during pay period 01/2012 will be deleted, since the
hours are not removed until pay period 01/2012 processing
is complete. Department payroll staff shall run the “Comp
Delete Report” in SAP after all time entries for pay period

01/2012 have been entered, approved and time evaluation
has run to identify employees that earned and lost comp
time hours in pay period 01/2012. Comp time hours that
were earned and lost in pay period 01/2012 shall be re-
stored with an effective date in pay period 02/2012 (an ef-
fective date on or after January 21, 2012 must be used.).

Questions may be directed to State Payroll at 801-538-
3056, or via e-mail to: payroll@utah.gov.

W-2 Information and Deadlines

By Crisanta Gwilliam, State Payroll Trainer

2011 W-2 Forms, New ‘Opt Out of Printed W-2' link
available in ESS.

W-2 Forms and instructions will be available in ESS on
January 3, 2012. Accessing the W-2 in ESS is a more
secure and efficient way for employees to get their W-2,
than through the mail. It can also save the State the cost of
mailing the W-2's. Employees who elect to view their W-2
for 2011 in ESS will be required to ‘opt out’ of receiving a
printed W-2. The ‘Opt Out of Printed W-2’ link is available
in the Payments and Benefits area of ESS. January 12,
2012, is the last day for employees to opt out of receiving
the printed W-2.

Please encourage employees to verify the address
printed on their paychecks that are issued in December,
and to notify their HR representative immediately if the
address is not correct. The last day to make address
changes in HRE to be included in the W-2 processing for
2011 is December 29, 2011. The W-2’s will be mailed to
the address that is in the payroll system as of that date.

The Division of Finance will print W-2's for all employees
that did not ‘opt out’ of receiving the printed W-2 and all
terminated employees. The W-2's will be delivered to State
Mail the week of January 17, 2012. It may take State Malil
employees a few days to get the W-2's folded, placed in
the envelopes and mailed. State Mail will then mail the W-
2’s to employees including those who have terminated, no
later than January 31, 2012.

How to Request a Duplicate W-2

W-2s will be mailed to employees (that did not ‘opt out’ of
receiving the printed W-2) January 17-31, 2012, to the
address listed in the payroll system as of December 29,
2011. Employees that do not receive their W-2 by the end
of January may contact the State Payroll Help Desk at 801-
538-3056.

Current employees with access to the ESSI can print
their own duplicate W-2 forms back to 2003. The W-2
Forms are available in the ‘Payments and Benefits’ area of
ESS. The links to access ‘W-2 Forms’ and ‘W-2 Forms

Instructions’ are listed under the W-2 Forms section.
Further instructions are available in the ‘Payments and
Benefits’ section of the ESS Tutorial. Former employees
that previously had access to ESS and were terminated
within the last 18-months may contact state payroll to
request temporary access to ESS.

For all others that do not have ESS access and misplace
the W-2 or require a duplicate copy for another reason, a
duplicate W-2 can be requested either in writing or in
person after January 31, 2012. There is a $5 processing
fee for each tax year requested from State Payroll. Checks
or money orders should be made payable to the State of
Utah. The employee can request a duplicate W-2 either in
writing or in person. The request must include the following
information: Employee’s name, Social Security Number,
the tax year being requested, employee’s mailing address,
a daytime telephone number for the employee, and the
employee’s authorizing signature.

Parking on Capitol Hill is very limited from January 23
through March 08, due to the Legislative Session. Visitors
to Capitol Hill during this period are encouraged to use
mass transit. Otherwise limited public parking is available
on the east side of the Capitol Hill Complex.

Office hours for the Division of Finance are Monday
through Friday, 8:00 am to 5:00 pm.

e Send written requests to:
Division of Finance — Payroll
2110 State Office Building
Salt Lake City, Utah 84114-1031
Include $5 for each tax year requested

e To request a duplicate in person, go to the Division
of Finance office located in 2110 State Office
Building, which is the building directly north of the
State Capitol. Bring an ID (driver’s license or state
ID) and $5 for each tax year requested.

e Under no circumstance will W-2s be sent by FAX
or email.
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season this year

By Paul Morley, HR Consultant, DHRM Administration Holiday
The holiday season is upon us and you probably won't Accrual (2 Holidays Per Pay Period)
forget about your cousin Charley or your sister Sue and Hours Paid in the
hopefully you won't forget that there are two holidays that Total Hours Pay Period Holiday
fall within the same pay period this year. Christmas Day Paid in the Pay | (Excluding Holiday | Accrual
(December 26th, 2011) and New Year's Day (January 2nd, Period Hours)
2012) both fall within pay period 26. It's been a long time 79 77 )
since we have had a two holiday pay period situation so
make sure you have all your ducks in a row so that you can 10-13 8-11 1
accurately respond to questions from employees. 1219 515 1
20-23 16-19 2
24-29 20-23 2
30-33 24-27 3
34-39 28-31 3
40-43 32-35 4
44-49 36-39 4
50-53 40-43 5
54-59 44-47 5
This will give you a perfect opportunity to use the newly 60-63 48-51 6
redesigned holiday table for two holidays in one pay period
found in DHRM rules Appendix A (See Table at right). 64-69 52-55 6
While using this table make sure that you follow the 70-73 56-59 7
correct row across, which takes into account two holidays 7279 50-63 7
instead of one. First, identify the amount of hours the ) )
employee normally works in the pay period as shown in the 80-83 64-67 8
“Total Hours Paid in the Pay Period” column. Next, follow (Full-Time)
that row across and then double the amount shown in the 84-87 68-71 8
“Holiday Accrual” column to determine the total amount of 8891 7575 8
holiday hours an employee will accrue in the pay period. |
hope that everyone will have a fun and happy holiday 92-95 76-79 8
96 80 8

"o PcHP

Main Menu

Confirmation of Coverage
Claim History
Document/Form Center
Notification Options
Change Address
Change Password

Online Enroliment

D

PEHP has made it easier for you and your employees to check
FLEX$ balances and activity. Just log in to myPEHP and click
“Check Your FLEX$ Balance" (bottom left on the menu).
This link takes you to the FLEX$ portal where you can
review your account history and current balance. Prior to
this change you needed multiple passwords and user names.
Now you can use your myPEHP user name and password to
access FLEX$ information.

This change doesn't affect the security, your information is
still protected and secure.
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DHRM Winter Meeting

Mark your calendar; it is time for the DHRM Winter Meeting! Come and
join us in a winter wonderland (State Office Building Auditorium, 1st
Floor) Tuesday, December 6th from 10:30 a.m. to 2:00 p.m. As we bask
in firelight (or in our case, fluorescent light) we will have our business
meeting, lunch, and much more! We will also honor those co-workers
who have hit great milestones (also known as service awards.) Don’t miss
the occasion to sit in the crisp, breathtaking air and hear |

about the accomplishments in our department.

Remember to bring copies of your Walk the Talk
Certificates! Hope to see you there!

The Capitol Hill HR Team

WALKING THE TALK

Z 3
s =
22
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Presented By:
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Farewell From Turgel, the DHRM Gnome

- Deqr DHRM,
~ The adventures that you have
--_-,-.-tloken me on have been very
interesting to say the least. From
Swimming with an Orca to seeing
the wilder side of fighting fires,
there hasn't been any lack of
adventure for me.

\/

It's been over a year
since L came to visit with you
lovely DHRM folks. L am sure
you are all wondering who really
~ brought me into'your group.
 There were mahy'guesses of who it
F could have been; from Jeff Herring
 to Wendy Peterson to Bill Brandon.

~ But None of those guesses are correct.

- ',.,_‘\-'6- Al % e—

o 3

I reglly think that you will be surprised when you lear who the “real Turgel is.

~ Have you thought ahy harder about it? Well L can honestly say that this person no longer works in
J . DHRW, Give up yet? The person that brought our organization tagether « litle bit more was. . ..
| Mike "Mack’ Mackrory!

Many of you may Not know Mack. Mack supported DHRM with
of our IT needs on Mark Mitchell's staff. He worked closely with |
Kay Lofgreen and Bill Brandon on many HRE issues. Mack left the
state to work in the private sector. For those of you that worked
- with Mack I am sure you all miss his sense of hunor and bright
~ onile beequse L sure know that L do!!
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Bits and Pieces

UTAH

Please check the Employee Gateway

-rJ !Q.
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13  or HREventure for a listing of

INSTITTUTE

upcoming Utah Leadership Institute
workshops.

ASK AN EXPERT!

Ifyou have a specific question for an
HR Expert that you would like
answered in the next newsletter,
Please send it to
HRNewsletter@utah.gov

|
| We’'d love to hear from you. Please submit
| feedback, suggestions, or ideas for future I
| articles to: |
|
| HRNewsletter@utah.gov I
e - e - e e s o mw e o o o e .

Department of
Human Resource
Management

Increasing m
Management !
Capacity i 1 y

W

Department of Human Resource Management
Administrative Office

2120 State Office Building

Salt Lake City, UT 84114

Phone: 801-538-3025

Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Debbie Cragun Michelle Watts
Sarah Tice Dan Chase
Sherry Saracino Gary Schow
Cathy Lewis

HR 2 HR is published bi-monthly.

How to Earn your Wellness Buck

You control your health more than you might realize. Experts say
nearly half of all diseases can be prevented by lifestyle changes.
Those choices affect your lifespan, your quality of life, how you look,
and how you feel. They also impact your financial health.

PEHP health plans are self-funded. What you and your employer
pay is based on how you utilize healthcare. Low disease and low utili-
zation means lower premiums. Don’t be a passive participant. Take
responsibility for your health.

Healthy Utah

You and your spouse can earn $50.00 just
for showing up and being tested. You can
earn additional rebates depending on your

health and reaching certain goals. A
Healthy Utah is a free program that offers FFE L L1 8¢ o1 il

a variety of programs, services, and re-
sources to help members get and stay well. Visit
www.healthyutah.org to find a testing session near you.

www.healthyutah.org
HealthyUtah@utah.gov
801-538-6261 | 888-222-2542

PEHP Waist Aweigh
For PEHP members with a BMI of 30 or
higher, we offer a program to provide educa-

tion, support, financial assistance, and encour- EwEigh

P lip

agement for weight management and health
improvement. You may receive 100% of gym
membership fees up to $100 per month for ap-
proved weight loss program.

If you are serious about making positive changes, the PEHP Waist
Aweigh Obesity Intervention Program may be for you. Our knowl-
edgeable and passionate coaches will guide you through the ins and
outs of proper nutrition and fitness. We'll be there to get you started,
to confidentially monitor your progress, and to celebrate your suc-
cess.

PEHP Waist Aweigh
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The Iceberg Revisited

By Jeff Herring

With all of the changes that are
occurring within DHRM and within state
government, | wanted to discuss the
concept of the change process that is
mentioned in John Kotter’'s book Our
Iceberg is Melting. The book is an analogy
of the change process that takes place as
a colony of penguins discovers that the
iceberg upon which they live is melting. As
they accept the need for change, they
then move through the change process
and find a new home on a different
iceberg. These concepts were presented
a few years ago to many of you, but | think
that they are just as appropriate today as
they were then. They are universal
principles that can be looked at whenever
and wherever there is significant change.

Kotter outlines eight steps in the
process. They are:

1. Create a sense of urgency
2. Pull together the guiding team

3. Develop a change vision and
strategy
Communicate for understanding
Empower others to act
Focus on short-term wins
Don't let up
. Create a new culture

As we have moved through the change
process for the development and
implementation of HR Optimization and
ERIC, we have made significant progress
in these steps. | cannot think of a greater
urgency than the economic downturn and
pressure on all government entities,
including DHRM, to become more
effective and efficient. If we do not change
and reform ourselves, we will become
obsolete or forced to make changes that

© N oA

are out of our
control.

We have
worked with our
DHRM leadership
and formed an
Optimization
Steering Team
and an ERIC
Leadership Team
to help create the
vision of these
parts of DHRM
and the strategy
to get us there. |
am pleased with
the work that they have done with these
steps. We have also worked many hours
with outside consultants that have helped
organizations with this same process. | am
confident that we are laying the tracks that
will guide us to future success.

We have had a philosophy of open and
transparent communication throughout the
process. This same philosophy applies for
both positive and negative communication.
The goal in communication is to make
sure everyone understands what is
happening and why. We will continue to
communicate as we go through every
step.

We have incorporated many of you into
the design processes. | hope that this
opportunity has given you a clearer picture
of the vision and also empowered each of
you with a greater sense of control and
involvement. We will continue to need
your help and participation as we move
closer to implementation.

We have a plan that is aggressive and
requires a great deal of time and energy.

Jeff Herring,
DHRM Executive Director

(continued on page 2)
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(continued from page 1)

As we hit each milestone, we get closer and closer to
achieving this change. Each of these milestones is a victory
for us. Two of our next victories will be the selection of the
IT solutions that will be used at ERIC and the completion of
the current and future process evaluations and designs.
Day by day we are making significant progress towards
these critical goals.

This leaves us at the “don’t let up” step. | know that there
are many emotions that occur in change. There is anxiety,

excitement, fear, opportunity, anger, confusion,
accomplishment, and many more. Many of you may be
feeling one, or all, of these. | feel all of them as well. We
will, however, continue to move forward.

| am confident that this change is needed.
Transformation is mission critical to the future effectiveness
of DHRM. | appreciate going through this process with all of
you and hope that together we can incorporate this change
into our new culture.

Recruitment Workgroup Spotlight | 2011 DHRM Rule Writing Begins

By Wendy Peterson, HR Director

Have you heard of the Recruitment Workgroup? Itis a
workgroup that was created in February 2008. The
purpose of the group is to help agencies generate a
qualified applicant pool through the development of active
recruitment strategies. It is critical that HR staff create a
more active approach to recruitment and share recruitment
best practices in order to assist each other with the
resolution of difficult recruitment issues.

Over the last year, the recruitment workgroup has
worked on several projects. They have created and
implemented a hiring manager survey, updated the
recruitment business practice manual, and implemented
the Alternative State Application Program (ASAP). They
are currently working on redesigning the job seeker
website, developing an RFP for outplacement services, and
designing recruitment refresher training.

The Recruitment Workgroup members are: Cass
Opheikens, Shannon Casias, Carol DeRosier, Patricia
Barrett, Crystal Ludwig, Dana Powers, Gaye Betts, Jerry
Aszmus, Jill Barela, Angel Abbott, Melissa Little, Paul
Edlefsen and Susan May. If you have any recruitment
concerns and/or issues, please contact any member of the
workgroup.

By JJ Acker, HR Administrative Director

The 2011 rule
writing season has
arrived! J.J. Acker will
be hosting a festive
lineup of rule writing
events. Check with
your HR Manager for specific activities you may be able
to participate in. Note the following grand events in your
calendar:

February 11- Initial input for proposed rule
amendments are due.

February 21- The 1st discussion draft will hit your
email box.

March 17, 24, 31- A glorious 3-week gala of rules
meetings. Each will begin at 8:00 a.m.

March 17 - MASOB, Room 1020C
March 24 - Tax Commission, Room 1026
March 31 - MASOB, Room 1020C
May 2- The rule filing deadline.
July 1- The proposed 2011 HR Rules effective date.

The ERIC Core Leadership Team

By Bart Olsen, HR Manager

| am very pleased with the work that the Core Leadership
Team of the Employee Resource Information Center
(ERIC) has completed in the short time they have been
here. So far, the team consists of Bill Brandon, David
Kitchen, and Sharyn Weiser (the Knowledge Base / Train-
ing Consultant will also join the team shortly). They were
“thrown into the fire” of meetings and deadlines on the first
day of their arrival on January 11, 2011. Since that day,
they have made significant progress drafting very detailed
process documents, establishing detailed timeframes for
significant ERIC milestones, arranging two full-day design

conferences with focus groups, establishing staffing strate-
gies, and finalizing ERIC technology selection. This is an
energetic group with a lot of drive, so watch out for what
they will accomplish in the next few months!

We are looking forward to visiting each of the field offices
during the month of April and getting to know DHRM staff a
little bit better. As the team continues to make progress in
the design of ERIC, we are sure that the level of anxiety
with regard to ERIC will decrease. We will also continue to
keep you informed about changes and updates with ERIC
through continuing webinars, emails, outreach through the
Communications Workgroup, and HR 2 HR articles.
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2011 Governor’s Award for Excellence Nominations

By Mary Christensen, HR Consultant

Nominations for the 2011 Governor’s Award for
Excellence are currently being accepted by HR Liaisons
throughout the state. The 2011 Governor’s Award for
Excellence offers recognition for individuals or teams that
have demonstrated excellence in the categories of Energy
and Environment, Heroism, Humanitarianism, Innovation
and Efficiency, Leadership, or Outstanding Public Service.

We would like to thank the HR Liaisons in advance for
their assistance in reviewing submissions and nominees for
eligibility. If not for the hard work done by these persons
the task would be impossible for the Administration office.

Award criteria, nomination forms and procedures, HR
Liaisons list, and helpful tips on how to write an effective
nomination can be found on the Employee Gateway at
http://employeegateway.utah.gov as well as the DHRM
website http://www.dhrm.utah.gov.

The timeline for selection and awarding of the 2011
Governor’s Award for Excellence is:

February 21st - HR Liaisons must receive all
nominations by close of the business day.

March 21st - Selection committee meets to narrow the
nominations down to the top finalists.

April 4th - Oral interview takes place to complete the
selection process.

May 4th - Tentative date for honoring award recipients

Each year the selection committees have been
awestruck by the caliber of employees who work around
and with us each day. We all know that there are many,
many state employees and teams who are worthy of these
awards. Please encourage your agency management and
employees to submit nominations.

Last year's awards were a great success. We look
forward to receiving, reviewing nominations, and awarding
state employees for their outstanding work once again. If
you have any questions, please contact your agency HR
Liaison, Mary Christensen or Wendy Peterson.

On-line Workplace Harassment Prevention Training

By Rick Hughes, HR Director

Because every employee in the state of Utah is
required to take Workplace Harassment Prevention
Training at least every two years, DHRM has developed
an on-line Workplace Harassment Prevention course
that will help all State employees receive training while
eliminating travel costs, time away from work, and other
challenging obstacles.

The on-line course was developed by a team of
human resource employees in close cooperation with
Risk Management. HR Managers and Specialists have
also had an opportunity to review the course content
which was designed to be more efficient and effective in
engaging employees by using a variety of tools and
activities to facilitate learning. Some of those features
are listed below:

o A brief video explaining important harassment

prevention concepts

¢ A downloadable employee training manual and a

handout of practical exercises to be used in
conjunction with the video

o Interactive exercises

o An feature that allows employees to e-mail
questions to an HR representative

e A “notes” feature that allows employees to write
electronic notes

e An electronic exam and printable certificate to
verify completion of the course

e Closed captioning

The on-line training will be accessed through the
Employee Gateway and is expected to be available in
early February.

Daylight Saving Time begins at
2:00 AM on Sunday, March 13.
Remember to set your clocks
ahead one hour.

Terminology: Although daylight saving time is
considered fo be correct, daylight-saving, daylight]
savings time, and daylight time are commonly used

In Britain the term summer time is used.
Continental Europe uses similar phrases, such as
Sommerzeit in Germany, zomertijdin Dutch and

/'heure d'ét€ in France, whereas in Italy the term

is ora legale, that is, legal time.




http://employeegateway.utah.gov

http://employeegateway.utah.gov
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EXTRA MONEY!

By Cole Gilmore, HR Technician

Well now that | have your attention let me tell you how to
find it. With UTAH SAVES, that’s where. In this time of
financial stress we could all use a little padding in our
accounts. Most of us don’t have a money tree but we all
have the opportunity to have our individual accounts
assessed. So whatis UTAH SAVES you ask? It's a
community of more than 70
nonprofit, corporate and
government groups that have
come together to help individuals
and families to save and build
wealth on their own and without additional costs. By giving
advice and pointers UTAH SAVES will help you understand
your financial situation as well as how to improve it.

Many of us have no idea where to begin to align our
finances with our goals. What is your FICO score? What is
your DTI? Should you invest in 401Ks, CDs, or other IRAs?
What the heck is a FICO, DTI, 401K, CD and IRA!? UTAH
SAVES will help you understand all these terms and how
they apply to your financial wellbeing. This program is
perfect for everyone. You may have only a basic
understanding of banking and investments or you may
know exactly how the market works and how best to use it.
Whichever camp you may be in you will find help,
accounting tips, and simple pain-free changes you can
make to shore up your financial standing.

Healthcare Reform Changes

So what is the cost? ZIPPO! NADA! FREEBIE! That's
right, FREE financial education and help. What is the
obligation? Simply state a specific savings goal, select an
account into which you will make a monthly deposit (or
make a payment towards paying off a debt) and let UTAH
SAVES know that you are moving forward on your savings
goal. That doesn’t mean that you are turning over any
control of your accounts to
anyone else. Your finances are
secure. UTAH SAVES doesn’t
even want to know your account
number AT ALL.

What'’s in it for you?

e Members will have access to no-fee or low-fee

savings accounts offers.

e Free informational and motivational workshops.

e Free advice from Certified Credit Counselors.

e Free seminars by experts to help you get out of debt

and making smart decisions on major purchases.

There is also access to a free MONEYLINE that you may
call if you prefer that one-on-one help.

So check out UTAH SAVES and enroll at
WWW.UTAHSAVES.ORG or call the MONEYLINE at
1-800-350-9899.

What do you have to lose, except the chance to keep
more money in your pocket and live debt free?

Medical Changes
July 1, 2011 (implementation date)
» Dependent coverage required up to age 26 unless
dependent is eligible for other employer coverage
» No pre-existing conditions for children under age 19
» No lifetime dollar limits; reasonable annual limits
» No recession/termination of coverage without prior
notice.
Pharmacy Changes
Jan. 1, 2011 (members will receive 100% coverage on
these items — a written or verbal prescription from the
provider is required)
» Over-the-counter iron drops for members age 6
months through 12 months
» Fluoride drops and tablets for members age 6 months
through 5 years

» Over-the-counter aspirin tablets for males age 45-79
and females age 55-79

» Over-the-counter folic acid (.4 mg and .8 mg) for
females age 10-50

» Over-the-counter generic nicotine lozenges, gum and
patches for members age 18 and older (24 weeks of
therapy)

» Nicotrol and Chantix for members age 18 and older
(24 weeks of therapy).

» Generic bupropion indicated for smoking for members
age 18 and older (24 weeks of therapy)

Serving the Employees Who Serve Utah

PcHP=




http://www.utahsaves.org

http://www.pehp.org

http://www.utahsaves.org
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Bits and Pieces

Where’s Turgel? Seriouslg.

He was last seen arriving at UDOT wearing a brown tunic and ’ Y

orange hat. If you have seen him, please contact the nearest
gnome rescue unit, or assist him in moving on to his next adventure.

ASK AN EXPERT!

Ifyou have a specific question for an
Employee Movement

HR Expert that you would like Christa Rowland — Accepted a position as HR Analyst at DHRM's
answered in the next newsletter, Dept of Workforce Services field office.
please send it to Michelle Watts — Accepted a position as HR Analyst at DHRM’s
Dept of Health field office.
Iris Sanchez — Accepted a position as HR Technician at DHRM'’s
—————————————— - Board of Education field office.
We’d love to hear from you. Please submit ! - . |
§ . - Monica Jimenez — Accepted a position as HR Specialist at
eedback, suggestions, or ideas for future , ) . '
articles to: I DHRM'’s Dept of Public Safety field office.
Bryan Embley — Accepted a position as HR Specialist with DHRM
field training.
Sharyn Weiser — Accepted a position as Customer Service

DHRM Staff Update 11/16/10 to 1/15/11

HRNewsletter@utah.gov

HRNewsletter@utah.gov

ommunication Supervisor at DHRM'’s ERIC.
) Bill Brandon — Accepted a position as Transaction Processing
ollaboration Supervisor at DHRM's ERIC.
: : David Kitchen — Accepted a position as Quality Assurance Data
oordination Consultant at DHRM's ERIC.
onsistency Rachel Dodge — New hire, HR Technician with DHRM'’s Dept of
Workforce Services field office.

DHRM

Department of Human Resource Management
Administrative Office

2120 State Office Building

Salt Lake City, UT 84114

Phone: 801-538-3025

Fax: 801-538-3081

HR 2 HR

Tisha Littlewood — Resigned to accept a position with the
Governor’s Office

Terry Twitchell — Retired

Editor in Chief: Jeff Herring UTAH Please check the
Production Editors: AL C 5 Emplovee Gatewa
Debbie Cragun Michelle Watts _HHA‘DE]P}SI—._IF.[P Py ’
Sarah Tice Dan Chase L|\ S'];T]'.U"lk or HREventure for
Sherry Saracino Gary Schow < e

a listing of
Cathy Lewis g

HR 2 HR is published bi-monthly. upcoming Utah Leadership Institute workshops.




http://www.dhrm.utah.gov/training/ULI/index.html
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http://www.dhrm.utah.gov/training/ULI/index.html
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Legislative Session Time

By Jeff Herring

The 2012 legislative general session
started on January 23. Each year we do our
best to prepare for issues we think may arise
that affect employees and our department
and we do our best to plan ahead. This
year’s biggest issues are HB 80
(Reorganization of Administrative Support
Functions in State Agencies), which
mandates that DHRM provide payroll
services for all state agencies, and HB 251
(Utah State Personnel Management Act
Amendments), which codifies the ability for
agencies to give market-based incentive
awards. However, we also know that each
session comes with unanticipated
challenges. We handle these by trying to
forecast what issues might be important to
others so we can be prepared. This year it
may be PTO or health care issues. | believe
that our team is up to speed on these issues
and ready to respond and provide data if
they arise.

Also on our radar is the “post-retirement
medical” benefit (PRM). This is an issue
due to the uncapped accrual of sick leave
being placed in a Health Retirement Account
(HRA) at retirement (Program Il). The
richness of this benefit was highlighted in the
recent Hay Group study. It is the benefit that
is most out of line with the compared market
and an issue that must be addressed. The
discussion on PTO, if it comes up again this
year, will include further discussion about
PRM.

Currently the PRM benefit is funded on a
pay-as-you-go model. In plain language this
means that each year the actual payouts for
the previous year are calculated and then

agencies to pay for
through a rate to
pool, or are paid
out of other means
with no actual
appropriation from
plan to control 3
these costs. With
Jeff Herring,

WELERVESEY O VA DHRIVI Executive Director
outs increasing
agencies are rising as well. The most
negative impact on this issue is that with so
leaves less and less money to be allocated
to current employee salaries.
we will need to address this issue and find a
way to delink sick leave from a retirement
component of our total compensation stays
(or in many instances increases to become)
funding this benefit. We are working on this
issue with UPEA, members of the
executive branch.

Another big focus for us in this session is
In the past, when we have discussed
compensation it has often been limited to the
completion of the Hay Group study, we now
have a valid model to converse in total

allocated to the

the termination

by State Finance,

the Legislature or a

Program Il leave

significantly each year, the rates paid by

much money going to the PRM benefit, it
Therefore, whether it is this year or next,

benefit in order to make sure the salary

competitive and to develop a plan for

legislature, and key members of the

to begin using the term total compensation.

salary component. However, with the

(continued on page 2)
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(continued from page 2) - - mnensation terms, which is the Con, Debbie, and Wendy are the leads on our legislative
most accurate method to compare ourselves to the market. team this year. They are in constant communication with
Therefore, as HR professionals, we need to become con-  me and the key members of the Governor’s staff. | am con-
versant in our discussion with our customer agencies and  fident in their management during this important time. They
employees in the term total compensation and its various  will keep you informed as we progress through the session.
components. This will help us engage in future discussions Thanks for all you do. Take care.

on finding the proper mix of total compensation so that we

don’t reduce benefits without a corresponding increase to

salary.

HR Rules!

By JJ Acker, HR Director

It's time to mark your calendars for the 2012 rulemaking
season. All you human resource wizards are invited to
provide input. Please discuss detailed input with your HR
Managers and Specialists. For quick fixes and proposals,
shoot me an email. | will be keeping you up-to-date with
each new discussion draft. Here are the dates you should
be aware of:

Initial Comments Due for inclusion on discussion draft:
Thursday, March 8

Rules Meeting: Thursday, March 15, MASOB,
DEQ Boardroom 1015; 8:00am - 12:00noon

Rules Meeting: Thursday, March 22, MASOB,
room 1020C; 8:00am - 12:00noon

Rules Meeting: Thursday, March 29, MASOB,
room 1020C; 8:00am - 12:00noon

Filing Deadline: May 1 (for July 1 effective date)

The First 90 Days of ERIC

By Bart Olsen, HR Manager, Employee Resource processed 64 retirements, on boarded 478 employees,

Information Center (ERIC) processed 188 manual new hires, and responded to 5,549
A few weeks after ERIC opened, the ERIC leadership human resource issues via our case management system.

team designed a tool to survey our customers about the ERIC also continues to respond to all requests for

service they receive from _ verification of employment and unemployment claims, and

ERIC. Eachtime an ERIC processes payroll biweekly for about half of the agencies in

staff member resolves an the State of Utah.

issue initiated by a customer e I C We have learned a great deal from the first 90 days of

contact, our case management business. We are also very interested in the feedback the

system automatically sends an other HR Field Offices have for ERIC. We will be

email to the customer detailing : D H R M evaluating the input from the recent Feedback Conference

the resolution to the issue and . S0 we can continue to improve our service delivery.

asking the customer to We are looking forward to the next 90 days and beyond!

complete a short survey about the service they received It has been an adventurous ride and promises to continue

that day. | am pleased to report that as of January 2012, g pe adventurous for quite some time. | think the staff at

our customer service survey response rate was about 20%, ER|C have had an incredibly positive attitude and have

and indicated a 90% satisfaction rate. accomplished many wonderful things. | am proud of their
Additionally, during the first 90 days after the September work and honored to be among them.

19, launch ERIC took 4,986 calls, processed 2,758 ePARS,
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Unleash the Power of Sharing

9% CHIE

THE POWER OF SHARING

WHAT:

A secure information
exchange that allows
authorized medical
professionals in Utah to
share and access your
medical records for
treatment purposes.

WHY:

Giving doctors access
to your health records
can save your life in

an emergency. It can
also prevent the cost
and hassle of duplicate
tests and labs.

TO LEARN MORE:

Go to www.mychie.org

MORE IDEAS:

In the coming year,
PEHP will offer more
tips on howto bea
wise consumer of
healthcare. Go to www.
pehp.org/yourmoney.

" pcHP

Y& _,!'.'.‘-E-

QENEFITS and CLAIMS

See "Uli'
uu.un'.:wlF

-
- ,_‘ raate 1%

Opt in to the cHIE at myPEHP to protect
your family’s health and finances.

magine this. Your daughter is out of town with friends.
She’s been in a car accident and she’s unconscious. Is there
anything you want the emergency room doctors to know?

Her dr ug alleroieg? Her pre-existine conditions? If yo ou've
1er Qr iergless mier pre-exisiing congiiions: ouve

opted in to the cHIE at myPEHP, the information they may
need to save her life is at
their fingertips.

That’s one dramatic
illustration of how opting
in to the Clinical Health
Information Exchange
(cHIE) can protect your
family’s health.

It's also good for your
financial health. When
doctors have access

to your medical history, it prevents wasteful spending on
duplicate tests and labs.

It’s easy to opt in. Just log in to myPEHP at

www.pehp.org and you're a few clicks away. It’s free and
secure. Only authorized medical professionals can access your
information, not your employer. The independent, nonprofit
Utah Health Information Network (UHIN) operates the cHIE.

HISTORY,
DAMS, and ENROLL online.

IT’S EASY TO OPT IN: Justlogiin to

your myPEHP account (or create one) at
www.pehp.org. The cHIE opt-in prompt
immediately appears when you sign in.

PcHP

12-27-11
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DHRM Winter Meeting Photos
December 5, 2011
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Bits and Pieces

Please check the Employee Gateway

or HREventure for a listing of

ADIRSHIP
~r TTUTj upcoming Utah Leadership Institute
- workshops.
ASK XPERT!
AR 2012 Governot’s Award for
Ifyou have a specific question for an
HR Expert that you would like Exceuence
answered in the next newsletter,
please send it to The Governor’s Award for Excellence program
HRNewsletter@utah.gov recognizes state employees who have

demonstrated a commitment to excellence during

We'd love to hear from you. Please submit L the calendar year 2011.
feedback, suggestions, or ideas for future
articles to: Award categories include:

HRNewslettergutan.gov o Energy and Environment

E +  Heroism
?’ o Humanitarianism
‘ Department of

H uman Resource o Innovation and Efficiency
Management o Leadership

@ o Outstanding Public Service

Award criteria, nomination forms, procedures,
and helpful tips on how to write an effective
nomination can be found on the Employee

Department of Human Resource Management
Administrative Office

2120 State Office Building Gateway at www.employeegateway.utah.gov.
Salt Lake City, UT 84114 Nominations are being accepted from through
Phone: 801-538-3025 February 17, 2012.

Fax: 801-538-3081

iR Daylight Saving Time is

Editor in Chief: Jeff Herring .

Production Editors: again upon us. Remember

Debbie Cragun Michelle Watts to set your timepieces

Sl Uz i Gl ahead one hour at 2 a.m. on

Sherry Saracino Gary Schow

Sunday, March 11.

Cathy Lewis Tina Sweet
HR 2 HR is published bi-monthly.

' 'WLGqu '
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Look how far we have come

By Jeff Herring

| often find it interesting to go back in the
past and review information on projects and
goals. When | do this | often see the actual
progress we make.

Change is funny this way. It is like
watching your kids grow. You don't see them
gain inches day-by-day, but when you look
at a baby pictures you see how much they
have actually grown. | want to provide you a
picture that was taken a year ago. | am
copying an article | wrote about ERIC last
year. Look at the snapshot of the project
then and compare it to where we are now. |
think when you read this article (the picture),
you too will get a sense of how far we have
progressed and grown.

| want to thank all of you for the work you
have done to make the growth of this huge
project of ERIC actually come into focus.
Read this and enjoy your progress and
accomplishments. Take care.

HR Service Center (Official Name to be
Determined) from August/September 2010 HR
2 HR Newsletter

| wanted to take this opportunity to update
you on the move to an HR Service Center.
We have met as a leadership team several
times to define Service Center roles and
explore other aspects of the move. | am very
pleased with the creative process that is
taking place in our department as we
implement this change.

It was important for me to make sure that
this initiative was driven by the larger group.
This means that while there were some
global parameters set by me at the
beginning of this process, very early the
scope and details of the initiative have been
passed onto the leadership group, which
includes all of the Managers in the
department. | suspect that if you have not

already been asked
to help or
contribute ideas,
you will soon be
contacted. This is a
change that
impacts all of us as
well as all
employees in the
State. We need to
make sure that
everyone has a
voice in this
process. This does
not mean that
every idea will be implemented, but it does
mean that every idea and concern is
valuable and we do not want to leave any
suggestion or concern unaddressed.

The Governor's Optimization Committee
has included this initiative as a
recommendation to the Governor’s Office. |
anticipate that it will be on his final
Optimization Committee initiative list. It is
nice to have the highest level of executive
support for this initiative. | am confident this
initiative will help us meet his goals as we
optimize our HR process.

A growing trend in the business world is a
shared service model, which includes
Employee and Manager Self-Service (MSS/
ESS). The goal is to empower managers
and employees with the tools to manage
their jobs and careers. The HR Service
Center will help us move towards this MSS
and ESS service environment as well as
other aspects of shared services.
Additionally, the empowerment of managers
and employees helps us fulfill our role of
increasing the capacity of State managers
to manage and lead.

Jeff Herring,
DHRM Executive Director

(continued on page 2)
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(continued from page 1)

| have seen some tentative timelines for the initiative im-
plementation. The first milestone, that is fast approaching,
is to engage in the recruitment and selection of the leader-
ship positions for leading the HR Service Center. It is im-
portant to lay this foundation early so that those that will be
leading the strategic and day-to-day operations can be in-
volved in the process and design from the early stages.

I am proud of our department and the adaptability we
have demonstrated in moving in this innovative direction. |
know that change causes discomfort and anxiety. However,
I have also seen many of you work through the change and
move on towards the productive side of change. It is in the
ambiguous phase of change that we can find new and bet-
ter ways of doing things. As always, | promise to keep you
all involved and updated with the implementation of this
initiative. Thanks for all you do. Take care.

Two Significant UPM Enhancements

By Rick Hughes, HR Director

Two new UPM enhancements were rolled out on June 1,
2011. We call the first enhancement the “single source of
truth.” Prior to June 1, UPM looked to the Utah Mastery
Directory (UMD) for some information, and HRE for other
information. At times, UPM’s looking to two different
sources of information resulted in
errors and inconsistencies. As of
June 1, UPM only looks to HRE
for information. UMD is used for
authentication purposes only as
employees log on to the system.
We expect that this enhancement
will reduce the challenges we
have sometimes faced with the
data UPM displays. l

The second new enhancement is referred to as the
“Triple A” feature, with the three A's
representing Authorizations, Agreements, and
Acknowledgments. Through using this feature agency
management can, for example, require all employees to
review and acknowledge the agency code of conduct and/
or related policies each year. The feature may also be
used to authorize and define telecommuting, exercise time,
and/or an alternative work schedule for a specific
employee. Managers and administrators will be able to run
reports to determine which triple A’s apply to
employees. The Triple A feature is being deployed just in
time to support new employee performance plans.

Please let me know if you have any questions about
these or other UPM features or enhancements.

New FLSA Training Module Achieves Quick Success

By Rick Hughes, HR Director

On April 25th, the new FLSA training module was placed
on the web and Jeff notified agency Executive Directors of
its availability. As of May 20, 2011, 828 state supervisors
had already completed this training. Here is the by-agency
completion breakdown for the twelve agencies with the
highest completion counts:

Completion
Agency
Count
Department of Human Services 271
Tax Commission 86
Department of Administrative Services 80
Department of Technology Services 68
Department of Natural Resources 65
Department of Community and Culture 57
Department of Workforce Services 42
Department of Commerce 35
State Auditor 27
Department of Human Resource Mgt 27
Labor Commission 25
Department of Public Safety 18

| appreciate the efforts our HR managers have made in
marketing this training module. If you haven't already
taken a look at it, you can access it at: www.dhrm.utah.gov/
flsa/flsa.htm. The DHRM field training team is looking
forward to delivering additional similar training modules
soon. Bryan Embley is currently working on modules
related to UPM, workplace harassment prevention for
supervisors, FMLA, ADA, and workers compensation.
Please let Bryan Embley, Dan Chase, or me know if there
are other supervisor or employee training needs that might
be addressed through a web-based training approach.
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pateS SNECRANGESTOBENENCN ot is PEHPplus?

By Barbara Smith, HR Consultant By Barbara Smith, HR Consultant

Please make note of some benefit changes that have PEHPplus is a benefit that most employees don’'t know
occurred since the benefits summary books were much about. We often get questions regarding how much it
distributed. You may receive questions from employees. costs, enrollment process, and the products and services
Physical Therapy are available. o

Beginning July 1, 2011 PEHP will remove the cap on PEHPplus Y
the physical therapy visits and require pre-authorization alleviates the "i__ p/é(\s
after the 8th visit. pain associated
Life Assistance Counseling & the STAR plan with paying full

PEHP will cover costs associated with Blomquist Hale ~ Price for products and services that promote health and
regardless of the medical plan. That means that the well-being. Not an insurance plan, PEHPplus is a discount
STAR plan members can also utilize Blomquist Hale program available to anyone with a PEHP health plan.
services before their deductible is met. Some of the products available through PEHPplus are

For additional questions please call PEHP at LASIK vision surgery, massage therapy, vitamins and
(801) 366-7555 or (800) 765-7347. Or visit their web site ~ SuPPlements, and health clubs to just name a few.
at www.pehp.org. To take advantage of PEHPplus discounts, just follow

these easy steps.

p/fﬁ p 1. Choose a PEHPplus provider at
i
{ 3aerving the Employess Who Serve Liah www.pehpplus.com

2. Mention PEHPplus when you make an
appointment

3. Show the provider your PEHP card
4. Pay the discounted rate to the provider at the
time of service.
It's that simple. No enrollment form, no fee, and no
payroll deduction.

B i e e e e S R A S A A (i e o

Save the Date!

DHRM's summer meeting will be
held on Wednesday, August 17™
in the Washington Terrace of
Washington Park in Parley's
Canyon. Please mark your
calendars and watch for more

OPEN ENROLLMENT DEADLINES

On-line Enrollment: 4/14/2011 — 06/10/2011
Paper Enrollment: 04/14/2011 — 06/03/2011

information.
Medical, Dental, Vision. . ... ... ...... April 14 - June 10
FLEXS$. .. ..ot o April 14 — June 10
HyattLegal. ..................... April 14 — June 10

All changes will take effect July 1, 2011.

Group Life.......... ... .. ... .... Enroll any time
(With evidence of insurability)
AD&D. . .. ... Enroll any time

FHE 6 1k 4 0 Kb —H =~k b K R Kk 1~ ke b K R Kk K i 0 Kb K b Kk —H 0 b K0k e e K
SIS 6 = - 0 Kb K - 6 = > 0 Kb K - 06 = K - K K - 06 Kb K R o H 8 R K e P -5

S S S N S A0 N S 0 M S S
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Please check the Employee Gateway

\_S} w1y  or HREventure for a listing of

IES

l T upcoming Utah Leadership Institute
INE

Yl 4
= —T

workshops.
ASK AN EXPERT! DHRM Staff Update 3/16/11 to 5/15/11
Ifyou have a specific question for an ¢ New Hires w
HR Expert that you would like ¢ Bethany Alsobrook, HR Specialist, DHRM'’s UDC field office W

= Colby Harmon, HR Specialist, DHRM’s UDC field office

answered in the next newsletter,

I/ nd it t ¥ f
Please send it to . Employee Movement n

HRNewsletter@utah.gov " cole Gilmore, accepted a position as Lead HR Tech at ERIC

. Tina Sweet, accepted a position as Knowledge Base & Training .
Consultant at ERIC 2
feedback, suggestions, or ideas for future | - Natalie Gearheart, accepted a position as HR Analyst, DHRM's /-

We’'d love to hear from you. Please submit

articles to: I TAXfield office
HRN lett tah. W W
S ewsletter@uiah.aoy -} " Who Left DHRM o
— . Paula Nelson, transferred to DHS/Ogden S
ommunication " 2
ollaboration || FL L0 R R RO R T R0 R R R R R R R R R R R R
. . With recent changes in the State’s fireworks laws, it is a
oordination good idea to review some firework safety tips:
onsistency e Use fireworks outdoors only.

e Obey local laws. If fireworks are not legal where you
DHRM | @soom
o Always have water handy. (A hose or bucket).
e Only use fireworks as intended. Don't try to alter them
or combine them.

Department of Human Resource Management
Administrative Office

2120 State Office Building e Never relight a "dud" firework. Wait 20 minutes and then
Salt Lake City, UT 84114 soak it in a bucket of water.

Phone: 801-538-3025 e Use common sense. Spectators should keep a safe

Fax: 801-538-3081 distance from the shooter and the shooter should wear
HR 2 HR safety glasses.

Editor in Chief: Jeff Herring e Alcohol and fireworks do not mix. Have a "designated
Production Editors: shooter."

Debbie Cragun Michelle Watts o Only persons over the age of 12 should be allowed to
Sarah Tice Dan Chase handle sparklers of any type.

SHEMy Saracino Gary Schow « Do not ever use homemade fireworks of illegal

Cathy Lewis

) . ) explosives: They can Kill you! Report illegal explosives
HR 2 HR is published bi-monthly. to the fire or police department in your community.
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Iceberg Revisited Again

By Jeff Herring

| think it is appropriate to look back
at this amazing project that we as an
entire DHRM team accomplished. It
has been a monumental task that
has impacted everyone. Change of
operations, change of culture,
change of locations, and more were
part of the last two years. | want to
provide prospective to the change
effort for our team. | am certain that
this will not be the last change we go
through as an organization, but when
reflect on the change process and
realize that despite the obstacles and
anxiety that accompanies change,
we can see that we can make
change happen. Here is my article
from the January HR2HR newsletter.
Reread it and keep in mind what the
process was for us to move from one
iceberg to another. A few final
thoughts follow the repost of the
article.

With all of the changes that are
occurring within DHRM and within
state government, | wanted to
discuss the concept of the change
process that is mentioned in John
Kotter’s book Our Iceberg is Melting.
The book is an analogy of the change
process that takes place as a colony
of penguins discovers that the
iceberg upon which they live is

melting. As
they accept
the need for
change, they
then move
through the
change
process and
find a new
home on a
different
iceberg.
These
concepts were
presented a
few years ago
to many of
you, but | think that they are just as
appropriate today as they were then.
They are universal principles that can
be looked at whenever and wherever
there is significant change.

Kotter outlines eight steps in the
process. They are:

1. Create a sense of urgency
2. Pull together the guiding team

3. Develop a change vision and
strategy

4. Communicate for
understanding

Empower others to act
Focus on short-term wins
Don’t let up

Create a new culture

As we have moved through the
change process for the development

Jeff Herring,
DHRM Executive Director

“Mr. Incredible” -
Halloween 2009

© N o

(Continued on page 2)
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(continued from page 1) We have a plan that is aggressive and requires a
great deal of time and energy. As we hit our
and implementation of HR Optimization and ERIC, milestones that have been set, we get closer and
we have made significant progress in these steps. closer to achieving this change. Each milestone is
| cannot think of a greater urgency than the a victory for us. Two of our next victories will be the
economic downturn and pressure on all selection of the IT solutions that will be used at
government entities, including DHRM, to become ERIC and the completion of the current and future

more effective and efficient. If we do not change
and reform ourselves, we will become obsolete or
forced to make changes that are out of our control.

We have worked with our DHRM leadership and
formed an Optimization Steering Team and an
ERIC Leadership Team to help create the vision of
this part of DHRM and the strategy to get us there.
| am pleased with the work that they have done
with these steps. We
have also worked
many hours with
outside consultants
that have helped
organizations with
this same process. |
am confident that we
are laying the tracks
that will guide us to
future success.

We have had a
philosophy of open
and transparent
communication
throughout the process. This same philosophy
applies for both positive and negative
communication. The goal in communication is to
make sure everyone understands what is As | reflect on the past several months, | think
happe”"?g and why. We will continue to that we worked well as a team moving through
communicate as we go through every step. this change. We have made it to our new iceberg.

We have incorporated many of you into the | know we still have some tidying up to do as we
design processes. | hope that this ha's'glven all settle in. | also know that this will not be our last
that have had the opportunity to participate has iceberg move. However, you should all celebrate
gained a clearer picture of the vision and also in the accomplishment (;f this process and be

empowered each of you with a greater sense of )
control and involvement. We will continue to need  Proud of your achievements. Please know how

your help and participation as we move closerto ~ Proud | am to work with all of you. | see your
implementation. dedication. Thank you for letting me be part of

this process with all of you. Take care.

process evaluations and designs. Day by day we
are making significant progress towards this critical
goal.

This leaves us at the “don’t let up step.” | know
that there many emotions that occur in change.
There is anxiety, excitement, fear, opportunity,
anger, confusion, accomplishment, and many
more. Many of you
may be feeling one,
or all, of these. |
feel all of them as
well. We will,
however, continue
- to move forward. |
am confident that
this change is
needed. It is
transformation. It is
mission critical to
the future
effectiveness of
DHRM. | appreciate
going through this process with all of you and hope
that together we can incorporate this change into
our new culture.
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Flu Shots
Flu season is once again approaching. You can greatly If you have questions, contact PEHP Customer Service
reduce the impact of this annual threat by getting 801-366-7555 or 800-765-7347

immunized. In addition to the sponsored flu shot clinics
shown below, here are alternatives to consider.

Flu shots obtained at a contracted provider’s office.

e Most PEHP contracted providers will not charge for
an office visit when services rendered are for a flu
shot only.

e If your provider submits an office visit bill to PEHP,
you will be required to pay an office visit copayment.

Flu shots obtained at a grocery store

e You will need to pay for the flu shot and submit an

itemized statement to PEHP for reimbursement.
Flu shots obtained at the health department

e Most health departments will submit the itemized
statement to PEHP for reimbursement.

e [f not, you will need to pay for the flu shot and submit
an itemized statement to PEHP for reimbursement.

e All eligible services performed are considered for
payment up to PEHP’s Maximum Allowable Fee

(MAF).
[ ] [ ]
)
Flu Shot Clinics: 2011

CITY BUILDING LOCATION Room # DATE/
TIME

Murray UPEA 1000 West Bellwood Conference Room Sept 26
11-2

sLC Recovery Services 515 East 100 South 9™ Floor Conference Room | Sept 27
10-2

Logan Human Services 115 Golf Course Rd Large Conference Sept 28
9-12

sLC Education 250 East 500 South North Board Room Sept 29
10-1

sLC Workforce Services 140 East 300 South Room 101 South Oct 3
10-2

sLC Health 288 North 1460 W 114 Oct 4
9-1

sLC Heber Wells Bldg 160 East 300 South North Conference Room Oct 5
10-2

Ogden Regional Center 2540 Washington Large Conference Oct 6
9-1

sLC Comm. & Economic Dev. | 324 South State 5™ Floor Conference Room | Oct 11

501 10-1

SLC Tax Commission 210 North 1950 West 1026 - Conference Room Oct 12
9-2

SLC Human Services 195 North 1950 West 1020¢C Oct 13
10-2
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Save Money by Purchasing Generic Prescription Drugs

Estimated Dates of Possible First Time Generics

You may be able to save Year | Period Brand Name Generic name Common use(s)
more money on y0 ur alfuzosin extended-release . . .

2011 | 3Q (Jul) Uroxatral » tablet Benign prostatic hyperplasia
pha rmacy expenses as 2011 [ 3Q(Jul) | Anzemet dolasetron Nausea, vomiting
many d rug patents WI” be 2011 | 3Q(Sep) | Gabitril » Itiagaf)ine Seizures

evetiracetam extended-release
expiring over the next 2011 | 3Q(Sep) | Keppra XR ~ tablet Seizures
. Schizophrenia, bipolar disorder,
severa I mo nths. Th IS means 2011 | 4Q (Oct) | Zyprexa e and Zyprexa * Zydis | olanzapine depression
that we WI” be able to 2011 | 4Q(Oct) | Malarone © atovaquone/proguanil Malaria : :
Treatment-resistant depression,
pu rchase dl"ugs ata |0wer 2011 [ 4Q(Oct) | Symbyax e olanzapine/fluoxetine depression in Bipolar | Disorder
. minocycline extended-release

cost generlc rate. Here are tablet (previously approved, briefly

2011 | 4Q(Nov) | Solodyn « launched) Moderate-to-severe acne
some exam p I es Of d rugs 2011 | 4Q(Nov) | Lipitore atorvastatin High cholesterol
that W||| soon be availab|e 2011 | 4Q(Nov) | Caduet - amlodipine/ atorvastatin High blood pressure
. . 2011 | 4Q (Nov) | Combivir » lamivudine/zidovudine HIV infection
Ina ge neric fO rm. 2011 | 4Q (Dec) | Tazorac e cream Tazarotene cream Acne

Clarinex » & Clarinex-D ¢
{planning OTC prior to generic desloratadine and

2012 | 1Q(Jan) availability)1 desloratadine/ pseudoephedrine | Allergy symptoms, hives

2012 | 1Q (Mar) | Geodon © ziprasidone Schizophrenia, bipolar disorder

2012 | 1Q(Mar) | Lexaproe escitalopram Depression, anxiety

2012 | 1Q(Mar) | Seroquel » quetiapine Schizophrenia, bipolar disorder

2012 | 1Q(Mar) | Avandiaw rosiglitazone Type 2 diabetes

2012 | 1Q (Mar) | Avandamet » rosiglitazone/ metformin Type 2 diabetes

2012 | 1Q (Mar) | Avandaryl » glimepiride/ rosiglitazone Type 2 diabetes

2012 | 1Q (Mar) | Avapro » irbesartan High blood pressure

2012 | 1Q(Mar) | Avalide » irbesartan/ hydrochlorothiazide | High blood pressure

2012 | 2Q (Apr) | Provigil » modafinil Excessive sleepiness

clopidogrel (approved 1/06 and

2012 | 2Q (May) | Plavix °3 briefly launched 8/06) Prevent blood clots

2012 | 2Q (May) | Viramune © nevirapine HIV infection

2012 | 2Q (Jun) | Lescol = and Lescol « XL fluvastatin High cholesterol

Estimated dates are subject to change due to patent litigation, additional patents, exclusivities

i
&« Save the Da'l'el

DHRM'’s Winter
meeting will be held
on Tuesday,
December 6th in the
auditorium of the
State Office
Building.

#ﬁﬁﬁ#ﬁﬁ%ﬁ%ﬁﬁﬁ%ﬁ%
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Please check the Employee Gateway
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upcoming Utah Leadership Institute
workshops.

ASK AN EXPERT!

Ifyou have a specific question for an

HR Expert that you would like
answered in the next newsletter,

please send it to
HRNewsletter@utah.gov

We’'d love to hear from you. Please submit
feedback, suggestions, or ideas for future
articles to:

HRNewsletter@utah.gov

Department of
Human Resource
Management

Increasing ﬁiia
Management i
Capacity e 1 y

\

Department of Human Resource Management

Administrative Office
2120 State Office Building
Salt Lake City, UT 84114
Phone: 801-538-3025
Fax: 801-538-3081

HR 2 HR
Editor in Chief: Jeff Herring
Production Editors:

Debbie Cragun Michelle Watts
Sarah Tice Dan Chase
Sherry Saracino Gary Schow
Cathy Lewis

HR 2 HR is published bi-monthly.

Hey DHRM Employees!!

The Annual Utah State Employees’ Charitable Fund
Drive has arrived!

Our drive this year launched on September 27th and
runs through November 4th

As the fund drive deadline rapidly approaches, don’t
miss out on an opportunity to change a life for the
better!

Similar to past years, each of you have the
opportunity to pledge either a percentage or specific
amount of next year’s paychecks by completing a
manual or online pledge form found here.

For more information regarding the various charities,
please visit www.usecf.state.ut.us or contact me with
any guestions at dan.chadwick@utah.gov.

Please remember that “What we get makes a
living, and

what we

give makes a |

life.” So

please don’t

forget those

who are less
fortunate...




http://www.usecf.state.ut.us/campaign.htm

http://www.dhrm.utah.gov/training/ULI/index.html

https://hreventure.dhrm.utah.gov/utc/
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DHRM Strategic Roadmap
- Executive Director’s Message

By Debbie Cragun

For those of you who attended the DHRM
Summer Meeting, the DHRM Strategic
Roadmap was unveiled and explained. For
those of you not in attendance, this article
sums up DHRM’s new direction and my
plans for the future. So far the responses |
have received from a few of you, plus what
has filtered up to me through the grapevine,
has been very positive. | appreciate your
support and take this as a good sign that our
new direction is one that we all want to go
together.

First and most important is DHRM’s
mission. This mission is taken directly from
Utah Code, Section 67-19-6(1)(a) and will
not change without legislation. This sets
consistency and direction that will not alter
as new Executive Directors are appointed.

The Vision, “DHRM actively partners with
state agencies to achieve their missions by
championing the highest quality workforce”,
was created by the DHRM Senior
Leadership Team, along with Jenny
Wakefield and Brooke Baker. This vision
clarifies that our job is to help agencies
achieve their missions, but we do it by
creating active partnerships with them to
create customized solutions. The ultimate
goal at the end of the day is to have the
highest quality workforce. Workers who
meet this standard will be more productive
and more efficient, which will be key in
helping agencies meet the Governor’s goal
of increasing efficiency by 25%.

The next part of the DHRM Strategic
Roadmap is the 4 “Pillars of Success”. The
first pillar | created to show how much | care
about this department and what we do for
the employees who work here, “DHRM
First.” | want to make sure we are taking
care of ourselves while taking care of our
agencies, because that is why we exist. The
other pillars consist of our 3 major systems,

“Attract & Select”, “Strengthen & Support”,
and “Facilitate Succession & Separation.”
Everything that we do in human resources
for our agencies should fit into one of these
3 pillars. | believe as we align our work with
these pillars DHRM will be successful.

The final section of the DHRM Strategic
Roadmap is 2013-2014 Initiatives. These
are major objectives that | feel are
important to focus on for the next few years.
These initiatives include “Strategic Field
Offices, Planning & Goal Alignment,
Effective Communications, Admin Refocus,
Project Management, and IT Prioritization”.
You should begin to see work in these areas
starting in October, as | launch a new
strategic initiative each month.

While that is a breakdown of the
document | handed out at the DHRM
Summer Meeting, there is still one other
important factor that will help this roadmap
be successful, and that is each of YOU.
Hopefully you can all see that you do fit into
many areas of this roadmap. Your feedback
is also critically important in helping me get it
right. Good, bad, or ugly, | value your input.
Don’t hesitate to call, email or come by for a
visit if you have anything you would like to
share.

Debbie

I DHRM - Strategic Roadmap 2013-2014

Click here to go to the Strategic Roadmap




https:/erc.enwisen.com/HR/StateofUtah/Posts/e9813c98-08cd-4850-82d4-e3aab94d74e5.pdf
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Update: The Patient Protection and Affordable Care Act (ACA)

By Debra Valentine, HR Consultant For Benefited Employees

As promised when our Executive Benefited employees will continue to be
Director, Debbie Cragun, first began - offered insurance through PEHP. The cost
talking about the ACA provisions, The Patlent for an employee under the PEHP options
there seems to be a never-ending y will be less than the alternative option under
stream of ACA updates and changes PrOteCtlon the health exchange, because the State of
to share with you. In this issue, we & Utah covers the majority of the premium on
will highlight the exchange the Traditional plan, and all of the premiums
notific?atiogns. ° Aﬁo rdab le on The STAR F?Ian and Utah BasigPIus.
Exchange (Marketplace) Care Act What happens if you choose to go to the
Notifications 7~ Health Exchange, and wish to return to the

To meet the Affordable Care Act - - State’s offering through PEHP?

federal requirements, employers nationwide are required to If you choose to buy insurance through the Health

provide an exchange notice to all of their employees (part- Exchange, you will not be able to switch back to the

time, seasonal, benefited, non-benefits, full time). A copy of State’s plan through PEHP until the State’s open

the notice can be found on the ACA website or through the enrollment from mid-April to mid-June. In this

Employee Gateway. scenario, your plan will not be active with PEHP until
DHRM sent out the notices via US Mail, to existing the plan year begins on July 1.

employees prior to the October 1, 2013 deadline. Fornew  For Non-Benefited Employees

hires, the notices will be sent out by ERIC during the If you are a non-benefited employee, you may want to

onboarding process within 14 days of their start date. (All look into your options through the Health Exchange.

new hire paperwork should be submitted to ERIC ASAP in Subsidies for the Health Exchange may be offered if you
order to meet the 14 day deadline). are non-benefited, and your income is up to 4 times the

To help employees avoid confusion about their insurance federal poverty level.
options, PEHP helped us develop the following information

s ] : i ! ) S For questions regarding the exchange notifications or the
that is being sent out in conjunction with the notification.

ACA in general, contact Debra Valentine or Will Clark.

Updated Total Compensation Calculator

By Paul Morley, HR Consultant Employee Gateway, under the Pay & Time Off tab, within
Many current and prospective employees don’t Total Compensation Resources.

understand how generous their salary and benefits *The calculator is just a projection of gross salary and benefits

package is. Did you know that the Total Compensation costs based on policy data; it is not a reflection of actual

compensation paid from the State Payroll System that is shown on
your paycheck.

Calculator can help prospective or current employees make
those critical salary and benefits decisions to join or leave
State employment? It may mean the difference between
placing that golden hire. It can also help convince high
quality employees to stay with the State and see that the
grass may not be greener on the other side. A higher salary
doesn’t always mean higher take home pay when you take
into account employer benefit contributions.

The Total Compensation Calculator* shows you how
much the State is paying each pay period for many of the
benefits that you enjoy and also the amount you pay out-of- :
pocket for those benefits. The Total Compensation o Totl Giepotin Nodet Suvey:aod Ay Sl o
Calculator has recently been updated and is located on the 2 Total Compensation Calcutater |

tien Informabion Shest
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Employee Gateway Redesign Project

By Bart Olsen, HR Director, ERIC

Over the course of the past two years, the ERIC
leadership team has gathered a lot of information from our
customers about the Employee Gateway. There are
several common themes we commonly hear from our
customers. They include the dated look and feel, the
overwhelming text-heavy home page, and the difficult
nature of finding what it is you are looking for when visiting
the site. Those themes drew us to this conclusion: we
need to move away from our vendor (Enwisen) and
completely redesign the Gateway.

Beginning in July, we formed an Employee Gateway
Redesign Team including all of the HR Directors that own
content or are subject-matter experts for content on the
Gateway, and several HR Field Office staff. That team met
a number of times with a brilliant DTS project manager who
placed a new web/graphics design programmer on this
project. The DTS staff we are working with so far have
been absolutely stellar and have a fantastic vision of where

this Gateway Redesign Project should head. We have
made a lot of progress and anticipate to roll out the first
version of the new Employee Gateway as soon as January
2014.

The new Employee Gateway is being designed to have a
very simple, attractive user interface. All content will be
searchable and navigation will focus more on search than
on browsing through overwhelming bulleted lists of
topics. Organization is being simplified. Additionally,
instead of relying on an outside vendor to make changes
when they are needed, DHRM will own the ability to make
changes on a dime.

We are very excited for the new Employee Gateway to
be released. We are in the process of forming plans for
training and communication about this release to all of our
state employee customers. If you have any questions
about this project, please feel free to contact myself or Tina
Sweet.

StateJobs 2.0 is coming soon.

The new online system will go live on January 27, 2014.
Some features to look forward to include:

* A single online recruitment folder that holds all related
documents

» Comprehensive '5[ *41} N,
dashboard for tracking |
all requisitions, e
review steps,
applications, and
hiring lists.

* Ability to notify
applicants of status
from within system.

2 State
srird JJ--J-J-—! ’ s
'Je)e)3

Balance « Service « Meaning
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o sl
Create | Manage Your Account

ViewRefresh Job Listings

* Auto-scoring
feature that helps get
the right applicants to
your hiring manager.
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* Reports and audit
log. See results and
account for activities.

Employment opporiuniios with o Stnte of Uit

WELCOMET  Tour s, Sor e s 0 el e Pon Slinie of LA, O 0 0000
o e, Bt o
rmred ind st dosied worbrs el ooy e Rareem i manage s e of

S b i 7 P 0w v 59 e b o1 P ATy ! F A i D L B SO ) ST O 00 st -
) TSI % O TS MRS i LV I A T OO0 P B PSRN, 1 G DS B TN A 1o 0 T TS Bt AT it
T, Fpgicaion, tar B el B A0 I KGO by e P o o ey

i e Y VAR 0l et e Dyt gRree e Farieg ety hies Boana b T fmanon kel

it Foaf s Erpicaton vaos o Far et sducstor e mssevaecs i soasema dioitaion way e e Fncogees

Dates to remember:
January 6-8: HR Analyst training
January 9-14: Specialist, Manager, Tech training
January 15-17 Auto-scoring training
January 21-24 Hiring Manager training
January 27: Go Live Date!

Zign up for notifications
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By John Mathews, HR Director

Hello, | have been asked
to introduce myself to the
Department. | suggested
just sending you my resume
but the Editors suggested
that was a really bad idea.
So that leaves me no choice
but to go forward without an P
outline and tell you a little '
about myself and why I'm
here. So.....

| am affectionately known
as a rehired retiree. | try to
keep this fact quiet as you never know when additional
legislation is going to be written that may spell my demise.
But until that happens | am happy to be back at DHRM and
function as the Director of Compensation and Benefits.

It is great to be back at DHRM as this is where | began
my career in HR. Until | retired in 2006 and went to work at
local government, | had the opportunity to serve in a variety
of positions in Field and Administrative Offices. My field
assignments included serving as the HR Director for the
Department of Corrections and the Department of Human
Services. While in the Administrative Office, | was a
Classification Specialist, the Director of Compensation and
Benefits and a Field Operations Director.

The main question | have been asked, aside from why
don’t you enjoy retirement, is what are the differences you
see in HR? In my career | have seen DHRM transition from
an office to a division and to a department. | directed HR

consolidated into a centralized DHRM. | implemented many
statutory changes that changed how we do classification,
compensation and other significant changes to the State of
Utah HR function.

However, the most significant change that | have
witnessed is HR'’s changing role from gatekeeper to
strategic partner. When | began my career Personnel was
asked to enforce rules and often say “no” so agencies
didn’t have to be the “bad guy”. For this and other reasons,
we were seldom allowed a seat at agency executive
meetings to strategize how to move an organization
forward to meet their vision and mission. The change from
gatekeeper to strategic partner has been dynamic and
significant in many ways. Rules, process and procedures
now focus on emphasizing agency flexibility with HR
providing a consultant role to agency managers to assist
them in making decision rather than HR making decisions
for them. The consultant role provides HR the opportunity
to establish a close and confidential relationship with
subject matter experts. This role is not only more strategic,
but also gives us a seat at the table assisting agency
managers with strategy execution; we are agents of
constructive transformation and champion for employees to
recognize their contribution to the success of agency
objectives.

I think the future is bright. We have a Strategic Roadmap
that clearly articulates DHRM'’s Mission, Vision, Pillars of
Success and Initiatives. This Roadmap allows each of our
organizations, as well as HR staff, to know how we are all
aligned and how we each contribute to make DHRM a
success. It is great to be back with this organization as we
move forward and achieve operational excellence.
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Training Videos and Resources

Thes MANAGEMENE System. We will continue to add to
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roduced b help you successfully use UPM, the State of Utan's perfarmance
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ns about UPM and these videos, and kieas for how they might be improved to upm@utsh.gov , or feel free to call Gary Schow

Creating a Performance Plan in UPM UPM User Manual

YouTube Video

Ou

User Guide‘

,k/ Department of
A Resource M

Evaluating a Performance Plan in UPM
YouTube Video

Check it out. New training and
instructional resources are available at
the UPM training website. Designed to

help employees, especially supervisors,
use UPM. The updated site has easy to
access videos and the UPM training
manual. Help your customers get the
most from our performance
management system.

https://sites.google.com/a/utah.gov/upm-instructional-videos/home

To o to the UPM site click here.

H.B.194 Talking Points

By Barbara Smith, HR Consultant

Below is some background information regarding why
the State has shifted away from a Post-Retirement Medical
(PRM) sick leave benefit.

¢ PRM has traditionally been an expensive benefit that
few employees enjoy since it is only available to
employees who retire:

¢ From 2006-2012, an average of 2.8% of all
employees of the State’s core workforce in a given
year retired from the state and received a PRM
benefit.

When Program | PRM benefit was established,
medical insurance was inexpensive. With
increases in medical costs, Program | sick leave
liabilities increased drastically. In 2006, Program |l
PRM was created to reduce this liability.

Program Il PRM benefit reduced one liability but
added another.

Program Il PRM benefit was established as a pay-
as-you-go system and is not fully funded; liabilities
are increasing as balances are growing.

+ With the increasing cost of PRM, the state’s ability to
fund other total compensation priorities weakens. This
is because more money is required to fund PRM:

¢ In a 2011 study by the Hay Group, 1% of an
average employee’s total compensation package
goes toward a PRM benéefit.

¢ As Program Il balances continue to grow the
demands to fund PRM with pay-as-you-go money
is likely to increase.

¢ The State’s PRM benefit associated with sick leave is
uncommon in the marketplace and does not add
significant value to the State as an “employer of
choice.”
¢ The Hay Group reported only 42% of employers
surveyed provide some type of retiree health care
coverage.

4 The most recent DHRM survey in 2012, the State’s
PRM benefit ranks low (2.25 out of 5) in order of
importance among the other benefit offerings that the
state provides.

See the related information on the next page to see
changes which will be implemented in January, 2014.
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The State of Utah’s New Sick Leave
Benefit (Program Ill) and 401k Matching

+ Beginning January 4, 2014, the accrual of sick
leave under Program Il will end and a 401k match
program will begin.

+ The match will be determined in the Fall of 2013
but will not be more than $26 Bi-weekly.

« There will be a new sick leave Program llI.
Program lll sick leave will have no value at
retirement; it is to be used as sick leave only.

RETREMENT [INFORMATION

Attend a local information session to learn about how to get the most
out of your retirement investments. Information about the new 401K
matching program and changes to the Post Retirement Sick Leave Plan
will be discussed.

Questions? Contact the Employee Resource Information Center (ERIC)
at 801-538-3742 or click on the [ 27 in the top right corner of the
Employee Gateway.

LOCATION AGENCY ADDRESS
St. George DHS - St. George 162 North 400 East
Cedar City DWS - Cedar City 176 East 200 North
Vernal DHS - Vernal 1052 West Market Drive
Vernal DNR -Vernal 318 North Vernal Avenue
Roosevelt DWS - Roosevelt 140 West 425 South
QOgden Ogden Regional 2540 Washington Blvd.
Provo Provo Regional Ctr 150 East Center Street
Salt Lake City Tax Comm. 210 North 1950 West

American Fork DHS - Dev. Cntr. 895 North 900 East

HRZHR
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H.B. 194 does NOT change any existing Post-
Retirement Medical (PRM) benefit under Program |
or Program Il. Sick leave balances under Program |
and Program Il will be honored at retirement.
There will be no caps or change to accrual rates
for the new Program Il sick leave.

There will be no change to Tier | or Tier Il
retirement benefits. The 401k match is in addition
to the other retirement benefits that employees
enjoy.

Educational sessions are being held thru October
to help employees with these changes.
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ROOM DATE SEeEINIME
Sessions are one hour s
Conference Room 10/7/13 1:00, 2:00, 3:00 \//
conference room 10/8/13 9:00, 10:00, 11:00
Conference room 10/15/13 &5 9:00,10:00, 11:00
N
Conference room 101513~ 1:00,2:00
Conference room 10/16/13 9:00, 10:00, 11:00, 1:00, 2:00
1st floor Conference Room 10/21/13  9:00, 10:00, 11:00, 1:00, 2:00

Conference Room 10/22/13  9:00, 10:00, 11:00, 1:00, 2:00

Room 1026 s 10/23/13 10:00, 11:00, 1:00, 2:00

Large Conference Room 10/24/13 10:00, 11:00, 2:00
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DHRM Employee Spotlight

Kaye Crawford is an HR Tech working at the MASOB
building. She services DEQ, USTAR, Public Lands,
Trustlands, DHRM, CSRO, Heritage and Arts, and the
Governor’s Office. She recently sat down with HR2HR
Production Editor, Sue Recupero.

HR: How long have you
been with the State?

KC: | started with the
State almost 20 years
ago. | was hired on April
28™ 1994 at DEQ in the
Human Resources office
as an Office Tech II.
Later, | moved to a
Human Resource Tech I,
then to an Analyst and
then back to a Tech.
Some people move up,
but | seem to move in the
other direction. (Wonder
what that means?) All of my state career has been in
an HR office and | love it.

HR: What brought you to the State of Utah
Employment?

KC: It wasn’t the pay or the benefits, as it is for so
many others, but it is nice to have double coverage
when | need it. It was just time for me to return to
work. Three years earlier, | had accepted one of the
early retirement offers from Mountain Bell/lUS West. |
had worked in several different assignments while at
the phone company, State Cashier, Benefit
Administrator and State Claim Agent office,
marketing, Yellow Pages, Security, back to the
Benefit Office, and, finally, | ran the Telephone
Pioneers of America office. This was the charitable
organization of the company and included AT&T and
Western Electric employees. We worked with the
blind, tested newborn babies for hearing defects, etc.
The retirement offer included adding five years to my
age and five years to my service plus my benefits for
the rest of my life. One day | had 30 years and the
next 35. It was amazing. | didn’t want to leave but

changes were happening and | felt it best that | accept
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this great offer. For a couple of years after that |
watched my grandchildren and later went to work for
the Park City School District helping them on a
temporary basis. These were all good choices, but |
really needed something more permanent. So, | went
to Job Service (now Workforce Services) to see what
was available. | found a card tacked to the wall that
said DEQ was looking for someone to do benéefits,
payroll, and other HR type work. Same work | had
done before and loved. | was interviewed and hired
by Dan Brentel, who was the HR Director at DEQ. |
love DEQ and am glad | have been allowed to stay in
this field office.

HR: What motivates you? What is Kaye all about?

KC: Kaye is all about work! | love my work. | am
happy at work. | love the people | work with. My
family thinks | am crazy. But, making sure everyone
gets paid correctly, making sure they know what their
benefits are and how to use them always seemed so
important to me. | would even sign up for one of the
benefit plans just to see how it worked so | could
explain it to others. Nothing feels better to me than
getting to know each and every employee and many
of their spouses and be able to answer their many
questions. | think that is why human resources exists.

HR: How long do you plan on staying?

KC: | don’t know for sure. It will soon be time for
me to retire and that concerns me because | wonder if
| can leave DEQ. But | have a daughter, two
granddaughters, and one new great granddaughter
and | expect that they will keep me very busy so
maybe I'll be okay and DEQ will survive without me.

The hardest part will be leaving those who tell me
that “I can’t leave until they do.” What to do??

HR: What would be your advice to those just
starting out in their careers?

KC: My advice is find a job you really like. It
doesn’t matter what it is. Be friendly and courteous to
those around you. | would also suggest that you plan
for the future. Take advantage of all of that State
employment offers you. Time goes by so fast too fast
to waste it.

“Nothing feels better to me than getting to know each and every employee and many of their spouses and be

able to answer their many questions. 1 think that is why human resources exists.”
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“A New Direction”

DHRM Summer Meeting
9:30am - 1:00 pm
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DHRM Staff Updates 7/23/13 to 9/23/13 I

Leska Mackie has been hired as an HR Technician at the ERIC.
Leska comes to us from Lazarus Medical as an Office Manager and graduated from

Utah State in 2011 with a Bachelors Degree.

Employee Movement:

Jerry Aszmus has accepted a position as HR Specialist at DHRM's Dept. of Health field

office.

Jeffie Dickerson has accepted a position as HR Analyst at DHRM’s Dept. of Corrections

field office.

Shawn Ferguson has accepted a position as HR Specialist at DHRM’s Dept. of Public

Safety field office.

Mary Christensen has accepted a position as Communications Coordinator at DHRM

Admin.

Monica Jimenez has accepted a position as HR Manager at DHRM'’s Developmental

Center field office.

Dan Chadwick has accepted a position as HR Analyst at DHRM'’s Dept. of Workforce

Services field office.

Melissa Little has accepted a position as HR Technician at the ERIC.
Bryan Embley has accepted a position as HR Specialist at DHRM'’s Dept. of Public Safety

field office.

Brian Gough has accepted a position as HR Manager at DHRM'’s Deaf and Blind School

field office.

Who Left

John Golom Accepted a position with Risk Management.
Sarah Liufau accepted a position with the State Hospital.

HR 2 HR Staff
Editor in Chief: Debbie Cragun
Production Editors:
Winston Inoway
Tina Sweet

Gary Schow
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