
Requirement Executive Legislative Judicial

Benefits Collective bar- Legislative plan Judicial branch personnel
gaining agree- for employee plan (rule); county person-
ments; Minn. benefits nel plans
Stat.43A

Classification Hay classification DCA Stanton Judicial branch personnel
system classification plan (rule); executive

system branch benchmarks

Performance Minn. Stat. 43A Administrative Judicial branch personnel
appraisal procedure plan (rule)

Promotion Minn. Stat. 43A Administrative Judicial branch personnel
procedure plan (rule)

Training and DOER Legislative branch Office of Continuing Edu-
development personnel; joint cation; personnel director;

Senate-House- purchases DOER training.
Lee; purchases
DOER training

Sexual harass- Administrative Legislature's Judicial branch personnel
ment policy sexual harassment plan (rule)

policy

Tennination Minn. Stat. 43A; No fonnal proce- Judicial branch personnel
collective bar- dure or appeal plan (rule)
gaining agree- process
ments
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CORE Human Resources Recommendations
APPENDIX 0

Contract
Admin. Ugal language

Recommendation Change Change Change Specific action needed

Overall

1. Fstablish a human resources strategic planning X Agreement by leadership of the three
process that includes all three branches of government. branches to strategically plan their human
This process should be part of a comprehensive strate- resource needs
gic plan for state government service and delivery, and
it should form the foundation for human resources
planning in each state agency.

2. Restructure the state's human resources function X X Under M.S. 43A, Sec. 36, Subd. 1, the
through decentralization of authorities and responsibili- commissioner of DOER can delegate
ties to state agencies. administrative functions; as experience

with delegation is gained, legislation may
be required to transfer responsibility and
accountability.

3. Reshape the state's organizational cultures and val- X Increase training and communication of
ues by: clarifying mission, vision, and values; commu- goals and values of the state as employer
nieating the new organizational values to employees;
training state employees in the application of the new
values to their work behavior and decision making;
and, recognizing and reinforcing behavior based on the
desired cultural values.
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Contract
Admin. Legal language

Recommendation Change Change Change Specific action needed

4. Continue to develop a human resources management X
infonnation system with the added capability to support
the CORE refonn recommendations.

Hiring and Deployment

5. Establish systems to enhance and facilitate the flexi- X X X No changes would need to be made for
ble deployment of state employees to quickly and pilot projects because M.S. 43A, Sec. 4,
efficiently satisfy needs identified through work force Subd. 9, allows the commissioner of DO-
planning for short- and long-tenn temporary assign- ER to develop experimental or research
ments throughout the state. projects to improve filling of classified

positions. Long-tenn changes in the pr0-

cess will require changes in the law and in
collective bargaining agreements.

6. Develop a centralized recruiting function to obtain X
access to more protected-group applicants and to help
hiring managers and supervisors recruit for unique,
high-level, or hard-to-fill positions.

7. Make available a I3Ilge of assessment techniques to X X Under M.S. 43A, Sec. 10, Subd. 2,
qualify and evaluate candidates. exams must be job-related, but the law

does not specify a particular type. Some
long-tenn changes in the certification
statutes may be appropriate.
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Contract
Admin. Legal language

Recommendation Change Change Change Specific action needed

8. Hire for specific jobs, not general job classifications. X X X Changes need to be made to M.S. 43A,
Revise the current system to encourage the conduct of Sec. 13, Subd. I, on selective certi:fica-
the hiring process on a position-specific basis whenever tion. Possible changes may need to be
feasible. Focus on assessing candidates on the particu- made in the posting and bidding process.
Jar knowledge, skills, abilities, and experience related
to the specific position that the hiring authority is seek-
ing to :fill.

9. Implement a data base of hiring-related infonnation X
accessible to all agencies.

Classification and Compensation

10. Establish a job evaluation structure that modifies
the current system to clearly identify compensable
factors and introduce market considerations.

• Simplify the factors used for job evaluation X Hire consultants to modify system
and delegate the process to agencies.

• Improve job analysis by designing a stan- X Hire consultants to improve job analysis
dard fonnat and automating results fur use process
in training, perfonnance management, and
organizational development

• Add market pricing to compensation struc- X X The actual implementation of a mecha-
tore to control costs and improve recruit- nism to collect market data fur salary
ment and retention. purposes is an administrative procedure.

It becomes a bargaining issue when this
infonnation is used to determine salary
ranges fur a job.
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Contract
Admin. Legal language

Recommendation Change Change Change Specific action needed

11. Develop compensation strategies that integrate
broad-banding, target salaries, skill- and knowledge-
based pay, variable pay programs, and reward systems
to support a move to flatter organization structures,
allow greater job-to-job mobility, and encourage em-
ployee development.

• Establish broad bands and ranges within
bands.

• Reduce number of salary ranges X X If salary ranges are going to be altered,
they must be bargained.

• Change Minn. Stat. 43A, Sec. 17 to X Changes in M.S. 43A, Sec. 17, are neces-
allow salaries to potentially rise above sary to solve compression problem
those of agency heads

• Compensate employees for perfomtance, X Pay is currently linked to length of ser-
knowledge, and skill. vice; pay for perfonnance would have to

be negotiated with unions.

• Support use of programs that reward em- X Program development and increased
ployee development. communication and training

• Control base salary costs through target X X Pay issues are a mandatory bargaining
salaries. item
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Contract
Admin. I.egal language

Recommendation Change Change Change Specific action needed

12. Develop a classification system that organizes work
within occupational families and broad classifications,
defining within each family three levels of the career
path: entry/developmental, full perfonnanre, and se-
nior/expert.

• Define bands and merge classifications. X X Simplify classification structure. Redefine
in M.S. 43A, Sec. 2, Subd. 11.

• Modify layoff and bumping provisions to X Current language bases bumping and
incorporate OIganizatiOnal needs and em- claiming rights on length of servire and
ployee perfonnanre. classification

Peifonnance Management

13. Replace the present employee perfonnanre apprais- X Training and communication
al process with a new performanre management model
built around customer needs and designed to improve
organizational, work unit, and individual employee
performanre.

Training and Development

14. Link training and development decisions to organi- X Increased communication
zational goals, objectives and performanre, using per-
formance-based budgeting, performanre management
and compensation structures to reinforce the link.
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Contract
Admin. Legal language

Recommendation Change Change Change Specific action needed

15. Refocus the state's centralized training function on X X Change M.S. 43A, Sec. 21, Subd. 3, so
coordinating, facilitating, and tracking, rather than on DOER will no longer need to approve all
delivering, training. managerial training. Restructure the

DOER Training Division.

16. Establish mechanisms and interagency, X Communication
interorganizational relationships to maximize training
resources and facilitate cooperation and the sharing of
employee learning opportunities.

17. Redefine career development to employee develop- X Communicate change to managers and
ment in order to emphasize professional growth rather employees
than promotion. Improve employee access to training
and development options and opportunities.

18. Respond to the following specific needs that were X Communicate needs with training coordi-
expressed by st3keholders: nators and managers

• Retraining
• Managerial skills
• Technology skills
• Customer service skills
• Knowledge of quality improvement princi-

ples and tools
• Employee orientation
• Training fur changes resulting from CORE

210



Contract
Admin. legal Language

Recommendation Change Change Change Specific action needed

Legislative and Judicial Branches

19. Because the state is one employer, the three
branches of government should increase equity and
consistency in their human resources management
practices by:

• Having one JX>licy governing affinnative X Legislate EFJJIAA and sexual harassment
action, equal employment opportunity, and JX>licy for legislative and judicial branches
sexual harassment to ensure that each
branch is equally accountable for its actions.

• Mandating pay equity for all branches to X Legislate pay equity JX>licy for legislative
ensure that positions that are valued equally and judicial branch
by the employer receive equitable pay.

• Using a common job evaluation system for X Administrative procedure change
all three branches to allow the state to moni-
tor and compare employee compensation
across all three branches.

• Adopting one classification system to facili- X Administrative procedures change
tate employee deployment and enable cross-
branch comparison. The classification model
reoommended by CORE is broad enough to
accommodate the diverse needs of each
branch while allowing for statewide consis-
tency and comparison.
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Contract
Admin. Legal Language

Recommendation Change Change Change Specific action needed

20. During the implementatiOn of any recommenda- X Increase communication across the three
tions for the executive branch, the changes should be branches of government
discussed with the other two branches to keep them in-
funned and to foster ronsistency where needed. Adop-
tion of a single human resources management system is
possible if all branches see that th~ new system is more
flexIble, easily administered, and successfully meets the
needs of all users.
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