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SENATE JO NT RESOLUTI ON NO. 17

Relating to requesting that President Bush renounce and reverse
dinton Adm nistration anti-gun-ownership policies and reorient the
United States Departnent of Justice towards policies that
accurately reflect the intent of the Second Arendnent to the United
States Constitution to grant individual Americans the right to keep
and bear arns.

MOVED CSSJR 17 (STA) OQUT OF COW TTEE

SENATE BILL NO 126
"An Act establishing a right of action for a | egal separation; and
anendi ng Rule 42(a), Alaska Rules of Civil Procedure.™

MOVED CSSB 126 (STA) OQUT OF COW TTEE

PREVI QUS COWM TTEE ACTI ON
SJR 17 - No previous action recorded.
SB 126 - See State Affairs m nutes dated 3/15/01.

W TNESS REG STER

Joe Stewart

Staff for Senator Donley

Al aska State Capitol Room 508
Juneau, AK 99801-1182

POSI TI ON STATEMENT: Presented SJR 17

Kara Moriarty
Staff for Senator W/ ken
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Al aska State Capitol, Room 514
Juneau, AK 99801-1182
POSI TI ON STATEMENT: Answered questions on SB 126

Sharon Barton

Departnent of Adm nistration

PO Box 110200

Juneau, AK 99811-0200

PCSI TI ON STATEMENT: | ntroduced Steve Goodrich

Steve Goodrich

President, Center of Organizational Excellence

Dal l as, TX

POSI TI ON STATEMENT: Gave presentation on Al aska's workforce

ACTI ON NARRATI VE

TAPE 01-14, SIDE A
Number 001

CHAI RVAN GENE THERRI AULT call ed the Senate State Affairs Commttee
neeting to order at 3:10 p.m Present were Senators Phillips,
Pearce, Davis and Chairman Therri aul t.

The first order of business was SJR 17.

#SJR 17
SJR 17- FEDERAL GUN POLI Cl ES

JOE STEWART, staff for Senator Donley, said SIR 17 requests that
President Bush renounce and reverse the Cinton Admnistration
anti-gun ownership policies and reorient the United States
Department of Justice toward policies that accurately reflect the
intent of the Second Amendnment granting the individual rights of
Anericans to keep and bear arnmns.

The legislation stenms froma 1998 district court case in Tom G een
County, Texas - a divorce case in which the wife put a restraining
order on her husband. Because he owned a firearm he was found to
be in violation of Title 18, Section 922&3 of the U S. Code, which
states that anyone under a restraining order may not own a firearm
Because this was a federal violation, the case was transferred to
federal district court where the judge ruled Title 18 of the U S
Code unconstitutional because it violates Second Arendnent rights.
This was appealed to the Fifth Grcuit in New Oleans where the
U S. attorney argued that the Second Amendnent does not protect
Second Anendnent freedons for individuals but gives a blanket
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protection to recognized groups such as the National CGuard. In
response, the National R fle Association (NRA) sent a letter to the

solicitor general asking whether the attorney had, in fact,
accurately represented the position taken by the United States. The
response was, "He had indeed." It was the opinion of the Departnent

of Justice that there are no Second Anmendnent freedons guaranteed
for individual Americans.

CHAI RVAN THERRI AULT introduced the work draft, CS 22-LS0443\B
Luckhaupt 3/19/01, which nelds the two "whereas paragraphs” on page
2, lines 4-9. He asked whether Senator Donley, sponsor of the
resolution, had seen the new |anguage and the position he was
taki ng on the rewording.

MR. STEWART said the change is acceptable to Senator Donl ey.

SENATOR PEARCE noved the CS for SJR 17, B version by M. Luckhaupt
3/19/01, as the working docunent.

CHAI RVAN THERRI AULT added that the commttee substitute (CS) al so
directs a copy to be sent to the mnority l|leader of the US
Congr ess.

The CS was adopted with no objection.

There were no other anendnents offered, no questions, and no
further testinony on SJIR 17.

He asked for the will of the commttee.

Nunmber 466

SENATOR PEARCE noved CSSJR 17(STA) and zero fiscal note from
committee wth individual recommendati ons. There were no
obj ecti ons.

#

#SB 126

SB 126- R GHT OF ACTI ON FOR LEGAL SEPARATI ON

CHAI RVAN THERRI AULT i ntroduced the L Lauterbach 3/19/01 version of
the proposed CS for SB 126. He rem nded commttee nenbers that they
had discussed a requirenent for the court system to report
information to the Division of Vital Statistics (DVS) during a
previous neeting. Sections 5 and 6 on page 6 adds | anguage deal i ng
wWith reporting. Information is supplied to the DVS and they are
directed to submt a report to the |egislature by January 15, 2005
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on whether they think the statutes need to be nodified or how the
information relating to | egal separations shoul d be organi zed.

He asked whether Senator WI ken, the bill sponsor, had | ooked over
t he new | anguage.

KARA MORI ARTY, staff for Senator WIlken, said there were no
objections to the new sections.

CHAI RVAN THERRI AULT said that |egal counsel recommended changes to
make it clear that separation actions that were initiated prior to
passage of the bill would be reported.

M5. MORI ARTY said the Legislative Legal drafter suggested adding

the applicability | anguage found on page 5, lines 30 and 31. In
the original bill there was | anguage for an effective date for the
conplaint for |egal separation but not for the order for |egal
separation to be effective. Added is, "and orders of |egal

separation issued on or after the effective date of this Act."
SENATOR PEARCE noved the L version as the working docunent.
CHAI RMAN THERRI AULT asked for anendnents. There were none.

He noted there was a zero fiscal note fromthe Attorney Ceneral's
O fice. He asked for the will of the committee.

SENATOR PEARCE nmoved CSSB 126 (STA) and zero fiscal note from
commttee with individual reconmmendations.

CHAI RVAN THERRI AULT asked whet her there was objection
SENATOR PHI LLI PS obj ect ed.
CHAI RMAN THERRI AULT cal led for a roll call

Senators Davis, Pearce and Chairman Therriault voted yea and
Senator Phillips voted nay.

CSSB 126( STA) noved fromconmttee with individual recommendati ons.
#

SHARON BARTON, Director of Personnel for the Departnent of
Adm nistration, testified that the nunber one managenent problemin
state agencies is recruitnment and redenption of qualified
enpl oyees. Gven the state denobgraphics and strong state and
nati onal economes, "Wat we see today is just the tip of the
i ceberg."” Workforce planning and devel opnent nust be addressed in
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earnest so that necessary State services can continue to be
provi ded to Al askans.

Steve Goodrich, President of the Center for O ganizational
Excel l ence in Washington, was invited for a two-day consultation to
hel p the State start on an action pl an.

He was asked:

* To put Alaska's workforce situation in perspective relative to
the other 49 states.

* To identify the issues that conpel workforce planning.

* To describe actions other state and federal organizations are
taking to resolve or mtigate workforce issues.

* To describe the workforce planning process and how it should
fit into other statew de agency and pl anning activities.

e To help develop a strategic action plan.

STEVE GOODRI CH said that workforce planning is no |onger about
transactional lines in trying to fill a given position or dealing
with a vacancy. Wrkforce planning is the strategi c perspective of
a workforce that is viewed as an asset that needs to be grown and
mai ntained. Gowh refers to the quality of the workforce that nust
be mai ntai ned and therefore addresses retention and maki ng sure the
ri ght people are doing the right job at the right tine.

He asked commttee nmenbers their ideas on the major issues that
will be inpacting the State of Alaska in com ng years.

CHAI RMAN THERRI AULT said one issue is finding the revenue to pay
for projects.

SENATOR PHI LLIPS said there needs to be a ten-year plan of which
this is part. K-12 and post secondary education, vocational schools
and apprenticeship prograns, gas line and Arctic National WIldlife
Reserve (ANWR) needs nust be projected out ten years then "nove
everything back and do it in tw year increnents.”

MR, GOODRICH said this is how to plan for needs and figure out how
to pay for it all. It's an interesting concept because nany
organi zations have traditionally treated their workforce as an
expense rather than as an asset. "This changes the m nd set in how
we focus on that."

Whet her you're dealing with a pipeline or unenploynent issues or
wth an initiative to deal with alcoholismin the state, you nust
determ ne the kind of workforce you need as well as ensuring that
they are there when you need them
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Al aska has a retirenent rate that will approach 19 percent in the
next several years. This tends to be a bit |ower than sone states
and organizations. For instance, the federal governnment is
approaching 50 percent retirenent in the next three or four years.
It's the "baby bust” fromthe baby boonmer generation. This needs to
be conbined with howto get a pipeline in and what a pi peline neans
to the state in ternms of court systens and road systens and
schools. How do you get there?

At the sanme tine, there's a leveling of the playing field with
private industry. At one tinme, private sector enployees and
gover nnment enpl oyees were considered separately and they didn't
necessarily conpete with one another. However, with tight |abor
mar kets they conpete fairly heavily.

Al t hough there is nmuch witten about a downturn in the econony and
about | ayoffs, this country is still addi ng about 150, 000 jobs per
nonth. This shows that the econony is still in a growmh spurt and,
in sone cases, there are still | abor shortages. The big question is
how we deal wth those kinds of issues.

To get to Senator Phillip's point, it's in a strategic nodel at
present. This nmeans that when you |ook at any organization you
exam ne - purpose, performance, custonmers and how you deal wth
external influences - where does the workforce figure in and how
does it connect to the strategic inperatives of the organization?

The workforce isn't an isolated activity and it's not a
transactional activity, it's a transformational activity. First you
nmust deci de what you want to achieve wth a workforce plan. This
can be very conprehensive and a | arge conponent of the strategic
plan or narrowWy focused. A narrowy focused plan is successful in
a narrow area.

If the workforce is treated as a strategic asset it's nore
involved. This is nore than having the right people in the right
place at the right tinme; it is creating an integrated and ongoi ng
strategy for ensuring that an organization is prepared with the
appropriate human capital. The term capital is used rather than
resources because it's about know edge capacity. Part of the "baby
bust” is also part of the brain drain. Many organizations are
| osing their know edge bank at a very rapid rate.

Wor kforce planning is used for everything from budget justification
to looking at creating a virtual organization. It is making sure
the resources are avail able and understanding the quality of the
assets in the workforce.
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The average age of new enployees in this state is 38. This means
those individuals are entering the workforce with 16 to 18 years of
experience. Do they apply sone of those sane conpetencies or do
t hey have other conpetencies that can be tapped? Do we know the
capacity of the workforce? You certainly want to go through hiring
and retention and developing strategies around those issues.
Managenent strategies should all ow departnent nmanagers to | ook at
their workforce as an asset and get the nost out of that workforce
whi |l e providing a good workpl ace environnent. Attention should al so
be paid as to whether there is a nore flexible way to manage the
wor kforce. Instead of hiring additional personnel, ask whether it's
possible to borrow from another division or departnment to neet
tenmporary needs. How do you find those peopl e? How do you deal with
a nursing shortage? Are there stopgap neasures while you' re working
on a nore long-termstrategy?

The process of going through workforce planning is nulti-stepped
and can be rather involved. First, you need an overview of the
current organization to identify key issues such as:

* |Is there a stable mssion and series of functions in the
organi zation and are they clearly defined?

e Wiat is the current scope and distribution of staff?
e Wiat is the source and quality of data on the workforce?

Leadership commtnent is very inportant because workforce planning
isn't a human resources or personnel endeavor; it's a |eadership
function within an organization. They set up the purpose, the
direction, what they want to achieve and make sure they're
i nvol ved.

Wor kf or ce pl anni ng | ooks at technol ogy and introduces the pl anni ng
concept to the staff. Sonetines staff views the planning as sone
type of adverse action when it's really about growing and
strengt heni ng t he wor kf orce.

Next, you profile the existing workforce. You | ook at conpetencies,
di stribution, denographics, age, length of service, attrition and
accession patterns, in house versus outsourcing. How nmuch of the
wor k of core governnment functions is provided in house and what is
being outsourced to contractors? Staffing ratios, such as
supervisory and support staff, nust be exam ned. Wrk force
pl anni ng cannot be separated from how work gets done. If it's
inefficient, it won't be possible to optimze or maximze the
wor kf orce. The performance and productivity within an organization
nmust be under st ood.
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Future requirenents are addressed next. For instance, what is a new
pi peline going to demand? What are sonme of the initiatives that are
internal to the state such as the current nursing shortage? Are
there issues such as individuals leaving the state after being
educated at the state universities? Wiat wll be the driving
i ssues? What will be the mssion or strategy changes, worKkl oad
changes, productivity or new program initiatives? Wat's the
conventional thinking? They've done sonme scenari o pl anni ng because
you don't want to plan against anything that doesn't have a |ong
tenure.

Labor market influences and issues will also be examned. Is there
a | abor pool decline or any reform that's going on? You try to
understand the market that you're in. To nmeet workforce needs, you
can devel op people's skills, you can hire new personnel or you can
borrow them from anot her departnent or agency. Your strategy nay
include all three nethods. For exanple, if you need many geol ogi sts
for a short time for pipeline work do you put them on the payrol
or borrow them from anot her state?

This is all gathering and understandi ng data about the workforce
and understandi ng those strategic i ssues that are going to be faced
and how you build a workforce to support them

Sonmetimes it is necessary and desirable to benchmark the
or gani zati on agai nst factors such as process, staffing |l evels and
rati os and costs so that when you enter into strategy work you can
do analysis against others. You work into strategic planning
activity that is simlar to business planning. Information is
grouped according to process, issues that affect the size, scope
and distribution of the workforce, devel opnent and conpetenci es and
then there are hiring recruitnent and retention issues. It takes an
involved and strategic session to conme out wth a specific
i npl enentati on and comruni cati on pl an.

| deal Iy, you ensure that technology tools are available so you
don't have to repeat everything. It becones |live data. Managers
may therefore make real tine decisions on a case-by-case basis for
program pl anni ng, budget planning and so forth.

The forgoing was a fairly conprehensive process for an
organi zation. For a state the size of Al aska, this process would
take between a year and 15 nonths to conplete. If the State is
interested in a conprehensive plan, they should do sone of the data
analysis that's the top level and then provide this to the
i ndi vi dual departnments and agencies and let them do their own
strategy. Strategy should be done at the |ocal |evel because you
know what the needs are against what's com ng; they know how work
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is currently done. Wth consultant help, this is the nost
successful .

CHAI RMAN THERRI AULT asked whet her he understood that this activity
is specifically undertaken for an organization, which in this
instance is the State or a departnent. Wien nenbers say there's a
need for a gas line, he wonders whether we're | ooking at the needs
of the State and the State econony or State governnent and how it
is going to support that econom c activity.

MR GOODRICH said it could be both, and that's what the State needs
to decide. What is the focus of workforce planning? Looking at the
statistics, you may determ ne that you have trouble recruiting in
the State governnent. There's a 5.8 percent unenploynment rate in
the State. You ask whether the | abor pool is there and qualified.
Is it a desirable place to work and, if not, what could make it
desirabl e.

He was reading that the pipeline was going to create 735,000 j obs.
How many will be State jobs? Cbviously it's desirable to hire as
many Al askans as possi ble. How you nmake that happen coul d be part
of the strategy. Are the universities and technical schools getting
ready for this and is there an incentive for graduating students to
stay in State? This is part of an overall workforce plan

The foll owi ng Power Point presentation included random statistics
from previ ous workforce planning activities and was presented to
illustrate several points.

They first |ooked at average ages wthin departnents of an
organi zation. It showed the "baby bust” wi th individuals |eaving
service and few com ng on board. This was a federal agency and |ess
than 2 percent of federal enployees are under 30 years old. This
will be a very big issue in the next two to three years. Retirenent
typi cal ly averages about 4 percent per year and about 20 percent of
those newly eligible to retire actually do so. Each departnment in
an organi zati on needs to ask whether you can bring those retirees
back or retain them longer in order to transfer the years of
know edge to a younger group. It's a mstake to bring them back and
| eave them in the sane job but you need to develop a program
whereby they | eave their know edge.

Good data allows you to nake strategi c decisions. He showed graphs
t hat exam ned:

e Supervisory & support staff ratios
« Attrition and accession
e« Overtine rates
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e Fulltime permanent enpl oyees over tinme conpared to workl oad
e Contract |abor cost perform ng core services

e Conpare contract and in house | abor
He's found that organizations don't typically maintain this kind of
data or analyze their workforce in this manner.

Typi cal issues found in workforce planning are:
e There's no conmmtnent or involvenent from agency | eadership
« Spending lots of noney and getting nothing of value in return
* Pieceneal or half-hearted planning
» Expecting results too quickly
« Lack of conplete and accurate data
« Not including agency enpl oyees
* Not part of an organization's strategy
« Contractor vs. agency staff
* Return on workforce investnent

Some of the best practices:
* Creating flexible conpensation system

 Pay for per f or mance: Specific obj ecti ves tied to
organi zational results

e Hiring and retention bonuses
* Human resources depart nent
* Having a chief people officer that represents the people
e Organi zation
e Create a virtual conpany

* Renoving "stovepipes": Can you find a certain conpetency
sonmewhere el se in the governnment and borrow it?

« Performance based nanagenent
e (Cear goals
» Leadership directly invol ved

 Managenent tools exist and managers have the authority to
use t hem

e Accountability for people devel opnment and growth
CHAI RVAN THERRI AULT asked about the data fromthe State of Al aska.
MR GOODRICH said there's a |ot of good data in the system al ready.
CHAI RVAN THERRI AULT said that he's aware that State governnment wil |l
experience a rapid retirenment rate in upcom ng years even though

Al aska has a relatively young wor kforce. He asked whet her there was
any indication that Al aska would suffer as large a retirenent
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exodus as ot her states.

MR, GOODRI CH said the average age for State workers is 45, which is
low, while the entry age is 38 which is older than nost. At a 19
percent retirenent eligibility rate over the next five years, the
State of Al aska conpares favorably to other states. This doesn't,
however, nean that this isn't an issue. Further examnation is
needed to determne which departnents or agencies have the
retirement age workers. If there is a weighting in one area,
deci sions need to be nade to retain the know edge.

SENATOR PHI LLI PS asked whether M. Goodrich was speaking about
Al aska State workers or private and State.

MR. GOODRICH said he was referring to State of Al aska workers when
he gave statistics.

SENATOR PHI LLIPS said he finds it hard to believe that the State is
having difficulty attracting qualified people to enter the work
force.

SENATOR DAVIS asked whether it was salaries that affected
enpl oynent deci si ons.

MR GOODRICH said he didn't know the reason

SENATOR DAVI S asked whether he traveled from state to state with
the information he'd just presented.

MR. GOODRICH said he was sinply giving a presentation but his
conpany does a lot of workforce planning for state, |ocal and
federal governnents.

SENATOR DAVI S asked which states he'd assi sted.

MR, GOCDRICH said he's worked in Mryland, Virginia, Vernont,
Texas, they're beginning in Indiana and they do a |ot of federal
government work. Frequently they work with individual agencies.

SENATOR PHI LLI PS asked for his observations on the problens facing
St ate governnent.

Side 2
MR. GOCDRICH said that there mght be fairly rigid rules on how
peopl e are hired, conpensated and retained in State governnent. He

doesn't know whether State institutions are producing the kinds of
people that will be needed in the workforce. He wondered whet her

SENATE STA COW TTEE -11- March 20, 2001



the State could give certain incentives such as | oan forgiveness or
low interest rates on | oans to keep new graduates in the State. He
believes there's a nursing shortage but this is a nationwde
shortage, not just this State. This is primarily exacerbated by the
privatization of health care.

He asked what the pipeline would nean for the court systens and
hi ghways and social services. It's necessary to nake sure the State
is ready for this. What does it nean if the econony turns down and
the tax base drops off and the need for services increases? Is the
State ready for this? Not just in terns of financial resources, but
is the workforce ready?

SENATOR PHI LLIPS said Al aska is always the opposite of the Lower
48. When the Lower 48 is in a downturn, Alaska is in an upturn and
Vi ce versa.

MR. GOODRI CH sai d Al aska al so has one of the highest unenpl oynent
rates.

SENATOR PHILLIPS said it's always been that way. Currently,
unenpl oynent is the lowest it's ever been.

SENATOR DAVI S asked who brought M. Goodrich to Al aska.

M5. BARTON said the Departnent of Admnistration invited himto
present a base of know edge about the process of workforce planning
and to give sone indication of how Al aska stands in conparison to
other states. He's here to raise awareness. She net him at the
Nati onal Association for State Personnel Executives' w nter neeting
where he was giving a presentation.

CHAI RVAN THERRI AULT referred to the reconmmendati on that enpl oyees
should be viewed as a resource. If they've been trained in the
systemthen the know edge shoul d be retained. Wien school systens
and the State went through the retirement incentive prograns, he
was told that there was considerable benefit in getting rid of
"dead wood." The brain drain or |oss of experience was considered
accept abl e wei ghed against getting rid of individuals that really
weren't contributing. He asked M. Goodrich for his comments on a
rigid workforce where you can't nove individuals around and you
can't let them go.

MR, GOODRI CH suggested working with unions and creating flexible
systens. Retirenent incentive prograns typically cause a |oss of
the best and brightest while the "dead wood" remains. This doesn't
happen when a very strong and powerful performance mnagenent
systemis in place with good support services. Next, |let people
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retire but don't let their know edge |eave. Devel op succession-
pl anni ng systens and bring them back as trainers and nentors or
have them operate in this capacity for the |last several years on
t he j ob.

CHAI RVAN THERRI AULT t hanked M. Goodrich for the presentation.

[A copy of the March 2001 State of Al aska Wrkforce Profile is
available in the commttee file.]
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