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April 11, 2006

Representative Kevin Meyer 
State Capitol 
Juneau, AK 99801

RE: Opposition to HB 485
Use of ALRA Petitions to Change Classified Positions

Dear Representative Meyer;

We would like to continue to urge you and members of the Finance Committee to 
oppose HB 485, an act relating to removing pharmacists and forensic auditors 
from classified service.

As justification for the attempts to move the employees into exempt service, a 
recent letter from the Department of Administration stated that it has the right to 
change positions by going through the "bargaim j  unit transfer" process 
established by the Alaska Labor Relations Agency.

While this is true, it should be noted that the Alaska Labor Relations Agency 
recently found in favor of APEA/AFT in two significant cases where the state 
attempted to remove classified positions into exempt service. The State of 
Alaska is now looking at the legislature to continue their quest of removing 
positions into exempt service without regard to the various processes available to 
them.

Again, given our lengthy history dating back several years of using the tools 
available to the State of Alaska and the union to rectify the situation, we urge you 
to defeat this bill and direct the Division of Personnel to work with the unions in 
establishing pay.

ncerely.il

Cindy Sdanyers 
Legislative Liaison'/j lassification Coordinator

Anchorage Field OJJice Fairbanks Field Office
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March 6, 2006

Representative Kevin Meyer 
State Capitol 
Juneau, AK 99801

RE: Opposition to HB 485
Removing Pharmacists/auditors from Classified Service

Dear Representative Meyer;

We would like to ask you to oppose HB 485, an act relating to removing pharmacists and 
forensic auditors from classified service.

Alaska Public Employees Association/American Federation of Teachers has worked for 
years trying to upgrade the pharmacists. The Division of Personnel has a history of findings 
that the classification was properly paid based on both "internal alignment" as well as market 
surveys. Here is a timeline of personnel actions regarding attempts to upgrade pharmacists.

September 2001: Department of Administration submits study request for the Pharmacist job 
class. The request indicated the salary paid pharmacists did not reflect current market rates.

May 2003: Division of Personnel responds to the request, concluding after a two-year study 
that the pharmacist job class is appropriately assigned at range 21, based on internal 
alignment and market surveys. The study was based on salary survey information from three 
states as well as survey information from the Jacobson, Betts, & Company survey for the 
Alaska Hospital and Nursing Home Association and the Milliman USA Alaska Cross-Industry 
Survey. According to the Division of Personnel's report, the average wage of the market 
survey data is the equivalent to Alaska’s range 21, the same as pharmacists. The study also 
included pharmacy technicians, clinical pharmacists, and Medicaid Pharmacy Program 
Manager. (See allached memorandum dated May 15, 2003J

June 2004: Through the rights within the union contract, APEA/AFT requests a classification 
study citing market conditions and salary information collected from the Laborers Local 341 
(the union representing many of the positions cited in the sponsor statement and their 
positions have both defined benefits and a 401 (k), U.S. Department of Labor, Bartlett 
Hospital, and the State Department of Labor.

November 2005: APEA/AFT submits memorandum outlining archival information on the 
origins of the classification system information where the founders wrote that the pay plan 
should incorporate some market surveys as well as internal alignment.
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December 2005: The Division of Personnel refuses to upgrade the positions, concluding that 
the pharmacy classes continue to be appropriately assigned to their designated salary 
ranges. (See attached letter dated December 15, 2004)

February 9, 2006: APEA/AFT meets with Labor Relations and the Division of Personnel 
regarding using market based salaries to be introduced slowly into the current job classes 
suffering from recruitment and retention problems while ensuring over-all fairness. While 
there is general agreement to proceed, there is no mention of changing classified positions to 
exempt in order to rectify the situation. (See attached draft)

February 15, 2006: HB 485 is introduced to pull classified positions into exempt status.

APEA/AFT believes that the problem of addressing salary concerns among the job 
classifications is being addressed and can be addressed through collective bargaining.
Once the positions are removed from collective bargaining, there is no guarantee that they 
will be paid the proposed salary. To the contrary, the Department of Administration has 
stated plainly that it will not allow the classification to move upward at all. While we can 
appreciate the various Departments’ belief that a crisis may be occurring, we have worked 
with them tirelessly through the process to help. Please let us continue working through the 
channels and the merit system on behalf of the pharmacists, and oppose SB 485.

Thank you.

attachments



Alaska State Legislature
House of Representatives

Stale Capitol, Rm. 214 
Juneau, Ak 99801-1182

Official Business C O M M I T T E E  O N  R U L E S  <907) 465-3764
Representative Norman Rokeberg, Chairman

Sponsor Statement
House Bill 485 “An Act amending the State Personnel Act to place in the exempt service 
pharmacists and physicu is employed in the Department o f Health and Social Services or in 
the Department o f Correc. ions and corporate income tax forensic auditors employed by the 
division o f the Department o f Revenue principally responsible for the collection and 
enforcement o f state taxes who specialize in apportionment analysis and tax shelters o f  
multistate corporate taxpayers and providing for an effective date. ”

At the request o f  the Departments o f  Health and Social Sendees  and Revenue, House Bill 485 
has been introduced for consideration. This bill proposing m oving two highly professional 
employees, licensed pharm acists and corporate incom e tax forensic auditors, into the exem pt 
service in order to more quickly  respond to salary and recruitment issues surrounding these 
positions.

L icensed  P h a rm a c is ts
Pharmacists are essential to provision o f  safe and cost-effective m edication services, required by 
state law, but are virtually impossible to recruit under the currently authorized state pay scale 
limitations.

Within the Department o f  Health and Social Services pharm acists assure that m edications are 
appropriately dispensed and m anaged for clinical therapy and treatment provided through the 
Alaska Pioneer Homes, Alaska Psychiatric Institute, and for people served under the Medicaid 
program. Clinical functions o f  department pharmacists include education and consultation to 
nursing staff  and clients, regular review and management o f  resident and client medications, 
drug utilization review, pharm acy policies and procedures, safe m edication m anagem ent 
services, and for assuring timely and cost-effective access to needed medications.

T he  Departm ent o f  Health and Social Services has a long and well-documented history o f  
extrem e difficulty for recruitment o f  pharmacists. For example, there were no pharmacist 
applicants for a position recruited in April, June, and Septem ber o f  2(J05. For eight m onths o f  
fiscal year 2005 the Pioneer 1 lom e Pharm acy had only one pharmacist to fill three pharmacist 
positions - the o ther two pharmacists had found piivate sector jobs  that paid twice as m uch per 
hour. A local m arket survey showed that non-state employers are paying twice the pharm acist 
pay offered by  the state, augm ented with hiring bonuses o f  up to $35,U00 for a three-year 
commitment. The federal government is paying  wages that tire competitive with the private



sector; also offering signing bonuses and forgiveness o f  student loans. Nationally, the same is 
true as shown by  pharmacist recruitment letters and advertising in national publications.

After careful consideration o f  this information the Department o f  Health and Social Services 
received permission to hire non-perm anent exempt pharmacists on an em ergency  basis providing 
the ability to immediately offer a competitive wage and fill the two vacant positions on a 
temporary basis. The ability to be competitive in recruitment and retention o f  pharmacists 
requires that the state have the flexibility afforded by  providing exem pt status for pharmacists.

T he  Department o f  Corrections also has a pharmacist position that is difficult to fill and keep 
staffed. A few years ago, Corrections lost a long-term pharmacist who was offered another job  
at a higher rate o f  pay than the State position. Corrections recruited in state and received no 
applicants so the application process was extended. After two months, a total o f  three 
applications were interviewed. O ne was hired; however, that person resigned approximately 
seven months later. The position was again posted in and out o f  state. After six weeks, there 
were two out-of-state applicants and no in-state applicants. A job  offer was m ade and the 
applicant m oved to Alaska with D O C paying $3,000 o f  m oving expenses. This current 
employee has received job  offers from private industry and will be leaving state employment 
unless the state can offer a significant salary increase.

Corporate Income Tax Forensic Auditors
Experienced auditors are utilized to audit corporate income taxes o f  multi-national companies 
doing  business in Alaska. These  audits have grown more complex in recent years due to the use 
o f  off-shore com panies and tax shelters. Concurrently, the supply o f  experienced auditors has 
dwindled because o f  high demand, the genesis c f  which was the Enron situation and resulting 
tightening o f  accounting rules by the Securities and Exchange Com m ission. As a result, m arket 
salaries o f  accountants and auditors have increased tremendously.

Over the last several years, the Tax Division o f  the Department o f  Revenue has had a 
demonstrated failure o f  recruitment efforts, despite efforts to recruit out o f  state, as well as 
within Alaska. The departm ent’s corporate income tax audit s taff  has been reduced from ten 
auditors to two. This threatens the departm ent’s ability to collect corporate incom e tax revenues.

'Hie Department o f  Revenue conducted a study o f  auditor salaries which showed that State 
salaries for experienced incom e tax auditors is from $40,000 to $68,000 below  comparable 
federal jobs.

HB 485 has been introduced to provide a m eans for the state to be com petitive  when recruiting 
and retaining t.iese vital positions.

Your support o f  this legislation would he appreciated.



Alaska Pioneer Homes

Current Base Salary: Temporary Exempt Positions
Three pharmacists-AK Pioneer Homes: $44.66 hr.

Previous Base Salary:
Two pharmacists, range 22C, $33.79 hr (supervisory) 
One pharmacist, range 21C, $31.39 hr (general govt.)

Hourly Pay for Similar Positions: July 2005
Clinical pharmacist, Providence AK Med Ctr $58.45
Medical Arts Pharmacy, Anchorage $44.75-$67.12
Carrs, Anchorage $48.50
Costco, Anchorage $49.00
Walmart, Anchorage $50.00
Fred Meyer, Anchorage $47.75

Recruitment
The current range 22 pay scale is well below salary that pharmacists in the 
private sector earn.

The benefit packages available through other employers are comparable to the 
state benefit package, especially tier 4.

Union salaries elsewhere are often reevaluated every six months and adjusted 
for the prevailing wage for the position

Hiring is very competitive. There are more jobs available than pharmacists in the 
state.

Some companies are paying signing bonuses for a three-year commitment.

The Federal Government also offers signing bonuses and will forgive student 
loans.

Information Provided by: Department of Health & Social Servcies



FY07 Governor PS Scenario - Pharmacists

RDU TITLE COMPONENT PCN NO PCN STATUS JOB TITLE Status Location Location BU RANGE
STE
P1

STE
P2

FY07
Budgeted

SaUry
Alaska Pioneer Homes Pioneer Homes 02-7916 Existing Clinical Pharmacist Full-Time EBA Anchorage SS 22 D E 108,083
Alaska Pioneer Homes Pioneer Homes 02-7915 Existing Phannacist Full-Time EBA Anchorage XE 29 A 132,768
Alaska Pioneer Homes Pioneer Homes 02-7947 Existing Pharmacist Full-Time EBA Anchorage XE 29 A 132,768
Behavioral Health Alaska Psychiatric Institute 06-5258 Existing Clinical Pharmacist Full-Time EBA Anchorage GP 22 M 153,404
Health Care Services Medical Assistance Admin. 06-7048 Existing Pharmacist Full-Time EBA Anchorage GP 21 C 96,663
Health Care Services Medical Assistance Admin 06-4037 Existing Medicaid Pharm Program Manager Full-Time EBA Anchorage GP 22 L 127,916
Public Health Epidemiology 06-1926 Existing Phannacist Full-Time EBA Anchorage SS 21 J K 113,728



Department of Corrections

Job Class 
Pharmacist

Range
21

Step
F

Private Sector H ourly Rate 
C ontract H ourly Rate

Hourly Rate
$35.02

$58.00
S72.00/$80.00

M onth ly  Salary Bargain ing Unit
$5,690 Supervisory

The Department of Corrections has had recruitment and retention Issues with the single Pharmacist position 
in Inmate Health Care. During recruitment efforts numerous calls were received from p. tential applicants. 
These potential applicants all stated that they were not interested in the position at the rate of a range 21. 
Exempt status would enable the State of Alaska to compete with private sector wages for the profession and 
would help the State to recruit applicants in-state and retain an employee in the position.

Information on this sheet provided by the Department of Corrections



DEPARTMENT OF REVENUE
Tax Division

Frank Murkowskl, Governor

Stale Office Building 
PO Box 110420 

Juneau. AK 99011-0420 
907.465.3692

550 W  Seventh, Suite 500 
Anchorage, AK 99501-3566 
907.269 6620

vvww.tax.siaie.ak. us

F ebruary  16, 2006  

Janet S Seitz
H ouse  Rules C o m m it te e  A ssistan t 
Room  214 C ap ito l  B uild ing  
Juneau , A K  99801

D ear  M s Seitz,

You h a v e  asked for the curren t pay  and union  invo lved  for the Forensic 
A udito rs  in HB 48 5 .  D ep a r tm en t  o f  R e v e n u e  requests  th ree  brand new 
posit ions  under  this bill for w h ich  there w ould  be no union affiliation. W e  
respec tfu lly  request tha t  the sa la ry  be c o m p e ti t iv e  and  m arke t driven; at a 
h igher  level than the cu rren t  aud ito r  com pensa tion .

O u r  m ost s en io r  a u d ito rs  are com pensa ted  be tw een  560 ,000  and  586 ,600  at a 
salary  range  22. R ecen t  rec ru it ing  efforts c oup led  w ith  sa lary  s tudies have  
show n that the d iv is ion  is not com petit ive  in the  m arke t place.

Exem pt serv ice  p o s i t io n s  w ould  au thorize  a sa la ry  overr ide  that w ould  
p rov ide  com pe ti t ive  sa la ry  equal to the fo rens ic  aud ito r  expertise .

R espectfully ,

— | ^  y  —

Larry  E M eyers  
D eputy  D irec to r  
Tax D ivision



Frank Murkowskl, Governor

Stale Office Building 
PO Box 110420 

Juneau. AK 99611-0420 
907.465.3692

550 IV Seventh, Suite 500 
Anchorage. AK 99501-3566 
907.269.6620

w\v\v.tax.5tnte.ak.us

F ebruary  16, 2006 

Janet S Seitz
H ouse  Rules  C om m ittee  Assistant 
R oom  214 Capito l Build ing 
Juneau , A K  99801

D ear Ms Seitz.

You have asked  for the curren t salary, range and  union affiliation for our  
seven (7) vacant C orpora te  Incom e Tax A ud ito r  positions.

The Tax Division has tw o  (2) Corporate  Incom e Tax A ud ito r  IV positions 
within the G eneral G overnm en t  bargain ing  union. T h e y  are  sa lary  range  
22 with c om pensa tion  betw een  560,000 and  $86 ,600 .

The rem ain ing  live (5) auditor vacancies are C o rpo ra te  Incom e Tax 
A uditor 1 positions. 1 hese positions are a lso  in the G enera l  G overnm en t 
bargain ing  union. They are sa larv  range 16 w ith  co m p en sa tio n  betw een  
S40.248 and S49.600.

Respectfully ,

Larry E M eyers  
D eputy  D irec tor  
Tax Division

DEPARTMENT OF REVENUE
Tax Division



D E P A R T M E N T  OF ADMINISTRATION
DIVISION OF PERSONNEL

- f 1- ' 7

FRANK H. MURKOWSKI, GOVERNOR

P.O.BOX 110201 
JUNEAU, ALASKA 99811-0201 
PHONE: (907) 465-4430 
FAX: (907) 465-2576

Decem ber 15, 2005 RECEIVED

DEC ? 3 2005
Cindy Spanyers

* . H r c A i A r TBusiness Agent
Alaska Public  Employees Association 
211 Fourth Street, Suite 306 
Juneau, A laska  99S01

D ear Ms. Spanyers,

Re: R equest for Class Scries Study -  Pharm acists

Below is the re-evaluation o f  the pharmacist classes’ salary ranges requested by APEA  
under Article 19.2.B o f  the Collective Bargaining Agreement in effect on June 30, 2004. 
A classification s tudy o f  these classes was completed in M ay  o f  2003. The study 
maintained the range o f  the Pharmacist at 21, created a Clinical Pharmacist class a: range 
22, and changed the range o f  the Medicaid Pharm acy Program Manager from 20 to 22, 
Note, however, these classes do not constitute a Class Series as staled in your request but 
are separate, distinct classes.

Pharm acist (P5601/21) is a professional class in w hich incum bents plan, organize, 
oversee, and  perform  activities to provide pharm aceutical sendees to one or m ore 
facilities. T h is  includes: establish policies and procedures for pharmacy operations; 
receive drug prescriptions; review the prescriptions for errors or questionable doses; 
check for antagonistic, synergistic, or cum ulative effects o f  prescribed drugs: package, 
label, and d ispense  drugs within a facility o r to several facilities throughout the state; 
provide d irections for use arid precautions as necessary; m aintain security o f pharm acy 
and pharm aceuticals on-site; direct security o f  pharm aceuticals at other locations; 
m aintain inventor}' control records; and prepare reports.

Clinical Pharm acist (P5603/22) is a professional job  class in which incumbents perfonr. 
clinical consultations with physicians and patients. Incum bents perform comprehensive 
pharm aceutical therapy investigations through direct interaction with patients and 
m edical staff; evaluate patients' drug regim en, m edical o r psychiatric problems; and 
provide expert consultation and effective recom m endations on changes in drug therapy to 
m edical staff.

M edicaid Pharm acy Program M anager (P5605/22) is a single position job class in which 
die incum bent administers Alaska's Medicaid Pharm acy Program;'develops, implements,
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Ms. Cindy Spanyers December 15,. 2005

and oversees policies and procedures; assesses pharm acy services for quality and 
compliance with slate and federal requirements; and reviews and authorizes 
reim bursem ents for pharmaceutical sendees.

The salary range o f a job  class is determined based on internal consistency w ithin the 
state’s pay plans, in accordance with merit principles, with the goal o f  providing fair and 
reasonable com pensation for sendees rendered and maintaining the principle o f  like pay 
for like work. In evaluating internal consistency the difficulty, responsibility, knowledge, 
skills, and other characteristics o f a job  are compared with jcb  classes o f a sim ilar nature, 
kind, and level in  the same job  group and fam ily or related job  families.

In the 2003 study the pharmacist classes w ere compared to other classes in the M edical, 
Public Health, and Related job group. This review reexamined the alignment w ithin the 
group and, due to the nature o f  pharm acy work, compared the class with the Chem ist 
series in Tie Physical Science Specialists jo b  family.

In com paring the Phannacist class w ith other medical classes we evaluated the nature o f  
the w ork in supporting patient care w ith  responsibility for recognizing errors and 
potential com plications from prescriptions and alerting the prescribing care provider; the 
range o f  kinds o f  w ork performed; the independence from supervision in  perform ing 
duties; the supervi' ion o f non-professional assistants; the control o f work by prescribed 
work practices and principles; tire requirem ent for developing new approaches or 
m ethods: the consequence o f errors to patients and the nature o f  checks against error; and 
the qualifications required for appointm ent.

Com parison w ith the classes in the Laboratory and Technicians family and the N ursing 
fam ily revealed a w ide variation when looking at the different factors. The nature, 
variety, and com plexity o f w ork is com parable to the journey levels o f the 
M icrobiologist, Public Health M icrobiologist, Nurse, Nurse (Psychiatric), and Public 
Health Nurse series at salary ranges 16, 17 ,18  and 19. The independence in the work is 
com parable to the advanced levels o f  the M icrobiologist, Public Health M icrobiologist, 
Nurse, and Public Health Nurse series at ranges 1S, 19, and 21. The supervision o f  non­
professionals, control by prescribed practices and principles, and limited requirem ent for 
innovation is also comparable to the jou rney  level classes. The consequence o f  error and 
nature o f  checks against error are com parable to the advanced level classes. The required 
education and licensing qualifications are sim ilar tn the advanced level classes.

Com parison with the classes in the M edical Professional family did not reveal substantial 
sim ilarities. The duties and responsibilities o f  the medical professional classes in 
diagnosing disease and injury, developing treatment, and prescription authority indicates 
the Pharm acist’s duties and responsibilities in supporting the m edical professionals are 
properly  aligned at a lower salary range. The medical professional classes are at ranges 
23, 24 , 27 , mid 29.

C om parison with the classes in tiic Special Health Services and Education family did not 
reveal sufficient sim ilarities to support internal alignment decisions. The professional

OUCit-CtirhtH; •ass.y utuipy -  q-4 i uig | i - jay h o  r.2



Ms. Cindy Spanyers - 3 - December 15, 2005

classes develop and conduct specialized therapeutic treatments (such as Occupational 
Therapists and Physical Therapists), inspect health facilities or equipm ent (such as 
Radiological Health Specialists and Health Facilities Surveyors), or oversee services in 
an institution (such as Rehabilitation Therapy Coordinator and A ssisted  Living 
Coordinator). The nature o f the work, independence, and type o f  decisions made and 
implemented are not directly com parable to the duties and responsibilities o f Pharmacists. 
T ne similarities in program coordination with the Pharm acists’ oversight o f pharm acy 
sendees in multiple facilities are m arginal, at best.

Comparison with the classes in the Health Administration fam ily revealed limited 
similarities on which to base alignm ent decisions. The classes have sim ilar education and 
licensing requirements as m inim um  qualifications, typically requiring a m aster’s degree 
and a professional license. The duties and responsibilities as an expert consultant in a 
specialty area are similar, although the Pharmacists lack the type and scope o f research 
and program development projects typical o f  the classes (such as Public Health 
Specialists at ranges 18 and 20, and H&SS Planners at ranges 17, 19, and 21). The 
program management responsibilities are sim ilar in type to the duties and responsibilities 
o f  the Health Program M anager series (at ranges 17,19, 21, and 23), bu t lack the 
responsibility for supervising m ultip le and integrated public health services programs on 
a statewide basis and serving as the principal representative for program s characterized 
by such features as unprecedented expansion, fluctuating budgetary and/or socio-political 
considerations, or frequent and extensive program and/or technological changes requiring 
m ajor shifts in operations, goals and objectives which characterizes tine higher levels of 
the series.

The Pharmacists employed by the state tire not compounding pharm acists which results in 
the comparison with the Chem ist series revealing few sim ilarities. Pharm acists have a 
similar level of required know ledge as the higher levels o f  the C hem ist series (at ranges 
18 and 20), but do not perfortr sim ilar level o f chemical analyses o r adaptation o f 
analytical methods, standards, and tests. The Pharmacists’ responsibility  for managing a 
pharm acy arc not as broad or com plex as the responsibility o f  the C hem ist V (range 22) 
for managing a m ajor stale laboratory  and directing professional and support staff.

This comparison o f the duties and responsibilities o f the Pharm acist class indicates the 
work could be properly aligned at salary range 19 or 20, The level o f  independence, role 
in providing medical care, potential consequence of error and lim ited checks against error 
support assigning range 20. T he level o f  required technical expertise, w ith subsequently 
narrow minimum qualifications and limitation o f the candidate pool, supports assigning a 
higher base pay. This restriction on recruitm ent carries over to the workplace in that the 
work o f  Pharm acists cannot be assigned to other employees and w hen Pharmacists are 
absent the work must be perform ed by  a physician. W hen considered w ith the critical 
sendees o f  the state 's pharm acies, tins supports assigning a higher range than is otherwise 
indicated. Evaluation o f the w hole jo b  indicates the Pharm acist class continues to he 
appropriately assigned salary range 21,
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Ms. Cindy Spanyers - 4 - December 15, 2005

The Clinical Phannacist has duties and responsibilities that exhibit m ore specialization 
and higher complexity than the Phannacist class. The Medicaid Pharm acy Program 
M anager has a broader scope o f  program  with statewide impact on all public and private 
pharm acy operations. These characteristics support assigning a h igher salary range than is 
assigned the Pharmacist. The classes continue to be appropriately assigned salary range 
22 .

Sincerely,

Mila Cosgrove 
Director

cc: Amanda Holland
Classification M anager

U8Bt'C9t'<CQ6 * u s s y  ui uupy - M'-i i uiy I i - id y d s t - ' l t u  UO E 2  u e j



M E M O R A N D U M  State of Alaska
Department of Administration 

Division of Personnel

To: Melanie Millhorn Date: May 15,2003
Human Resource Manager 
Department o f  Administration

Kimberley King
Human Resource Manager
Department o f  Health and Social Services

Fran Podmolik 
Human Resource Manager 
Department o f  Corrections

T h ru : Lee Powclson
Classification Manager

From : Keith Murry Phone: 465-4074
Human Resource Specialist Fax: 465-2576

Email: kcith_murry(S:admin.state.ak.us

object:  Classification Study o f  Pharmacist, Pharmacy Assistant, and Medicaid Pharmacy 
Program Manager job classes.

R equest am i Scope:
In September 2001, the Department o f  Administration, Division o f  Longevity Programs 
submitted a study request for the Pharmacist job  class. The request indicated the salary currently 
paid pharmacists did not reflect current market rates and that pharmacists in the Pioneers’ I lome 
pharmacy were performing specialized work not recognized in the class specifications.

A planning meeting was held on October 11, 2001, attended by representatives from the 
Departments o f  Administration and I lealth and Social Services. The Department o f  Corrections 
did not send a representative to this meeting. I’he attendants discussed the national shortage of 
pharmacists, the potential consequences o f  inability to llll positions, and the differences between 
the slate pharmacies and priv ate sector pharmacies. The group recommended expanding the 
study to include the Medicaid Pharmacy Program Manager as the class also requires a licensed 
pharmacist and w ill be directly impacted by decisions made in studying the Pharmacist class. 
Also recommended for inclusion was the Pharmacy Assistant because the class could be 
impacted by changes to the pharmacist and there had been statutory changes in license 
requirements w hich w ere not reflected in the class specifications.
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professional positions under the tests for similarity. The group questioned whether multiple 
levels o f  pharmacist and a separate job  class for program management was supported.

The requested additional information from the Departments o f  Administration and Health and 
Social Services was received on June 25. 2002 and reviewed. With this information, the tests o f  
similarity were analyzed and final decisions made on class structure and grouping.

The class specifications were given a final edit and distributed to the departments with the 
analysis and decisions on class structure and grouping on August 7, 2002 with a request for 
recommendations on job  classes and class characteristics to use in conducting the internal salary' 
alignment. Comments on the class specifications were received from the Department of 
Corrections. The department's comments included opinion on whether the Pharmacist or 
Clinical Pharmacist should be placed at a higher range, but did not provide recommendations for 
job  classes or characteristics to use in internal alignment analysis.

Additional salary information was gathered for market comparisons. Wage information for 
pharmacists and pharmacy technicians in Washington, Oregon, and California was gathered 
along with information on federally employed pharmacists in Alaska and Washington.
Additional information was gathered from the Alaska Cross-Industry Salary Survey and the 
Alaska Hospital and Nursing Home Association Salary Survey. The analyst also conducted a 
telephone survey o f  pharmacies in the Anchorage area.

The job classes were analyzed for internal alignment o f  salary based on the principle o f  like pay 
for like work. The appropriate salary range was identified for each class.

Class Analysis:
Pharmacy Technicians perform paraprolessional duties in selecting, packaging, and labeling 
prescribed medications, maintaining pharmaceutical databases, and maintaining security o f  the 
pharmacy and pharmaceutical supplies. The work requires the application o f  knowledge of 
pharmaceutical nomenclature: characteristics, strengths, and dosage forms o f  pharmaceuticals; 
pharmaceutical systems o f  weights and measures: operation o f  pharmacy equipment and 
pharmaceutical procedures and techniques; and medical supplies. Incumbents work 
independently in the performance o f  duties, but the final oroduct is review ed by the pharmacist 
for accuracy o f  drug, dosage, frequency, and patient prior to dispensing o f  pharmaceuticals.
Each o f  the state’s pharmacy operations employs positions performing pharmacy technician 
duties. The work in each pharmacy differs only in minor variances in procedure and in the 
equipment used to package dosages. These positions meet all o f  the tests o f  similarity used to 
group positions into jo b  classes: the work can be clearly identified by a single title, the same 
minimum qualifications are appropriate for initial a| dntment. the same basic rate o f  pay can be 
fairly applied, and employees are an appropriate group for layoff and recall.

t he changes made to the class specification include a title change to re lied  the industry standard 
and statutorily cited title, minor rewording in the definition, distinguishing characteristics, and 
know ledge, skills, and abilities to clarify the type and level o f  work performed, and changes to 
the minimum qualifications to recognize the statutory requirement for licensing and the 
educational programs developed to provide an entry into the field.
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licensure as a registered pharmacist; professional knowledge o f  pharmaceutical principles, 
practices, and procedures: knowledge o f  physical and mental illnesses: skill in conducting 
clinical evaluation o f  drug and non-drug interactions, efficiency, and appropriateness; and ability 
to provide professional consultation to medical staff  and patients.

The Pharmacist and Clinical Pharmacist positions are not appropriately grouped into a single job  
class based on the following review o f  the tests o f  similarity:
a) Applying the same title to all o f  the positions will not clearly identify the work performed.

'Die class controlling work o f  Clinical Pharmacists significantly differs from the work 
assigned pharmacists.

b) The knowledge, skills, and abilities required in clinical pharmacy consultations indicate the 
same MQs would not be appropriately applied to all positions.

c) The positions in the Clinical Pharmacist class have the knowledge, skills, and abilities to be 
considered for layoff and recall to the Pharmacist class, but the reverse is not demonstrated.

The revision o f  the Pharmacist class specification includes changes in the definition, 
distinguishing characteristics, examples o f  duties, and knowledge, skills, and abilities to clarify 
the scope, level, and nature o f  the work: recognize responsibility for program management: and 
recognize the complexity o f  providing pharmaceutical services to locations throughout the state. 
The minimum qualifications have been revised to broaden the pool o f  potential candidates.

The Clinical Pharmacist class specification has been created to include positions performing 
clinical review and consultation in state pharmacies serving health care facilities. I he minimum 
qualifications are set to provide for the largest potential pool o f  candidates who can be 
reasonably expected to successfully perform the essential functions o f  the positions.

In te rn a l  A liu iim enl:
The state's pay plan, as mandated by the state constitution and statutes, is governed by the merit 
principle and includes •'integrated salary programs based on the nature o f  the work performed". 
The pay plan is based upon the state's classification plan, provides for fair and reasonable 
compensation for sen  ices rendered, and reflects the principle o f  “ like pay Ibr like work". In 
achieving this principle, internal consistency o f  the pay plan is very important and is the primary 
consideration when setting the salary range o r a  job  class. Such internal consistency reflects the 
difficulty, responsibility, knowledge, skills, and other characteristics o f  a job. To conduct 
internal comparisons job  classes o f  a similar nature, kind, and lev el are selected from the same 
job  family or group. Standard practice is not to include classes whose wages have been adjusted 
under a pilot program in an internal alignment analysis. If  classes in a pilot program arc used for 
comparison, the range prior to the pilot is range considered. Classes from other jo b  groups are 
used when there are insufficient similar classes for comparison within a group or there are 
characteristics common across groups. The characteristics o f  the selected classes are compared 
and an appropriate range identified for the job  c lass being rev iew ed.

In an internally aligned pay plan market comparisons arc used as a tool for corroborating 
appropriate placement. If market data indicates other employ ers are pay ing a significantly 
different wage, additional analy sis is required to “get behind the numbers" to try to identify the 
reason for the pay rate difference. It it is determined that compensable features o f  a class may



Pharmacist Siudv Pace 7 May 15.2003

The Medicaid Pharmacy Program M anager’s responsibility for administering a comprehensive 
statewide program involving state and federal funds which affects all pharmacies in Alaska is 
comparable to the program responsibilities o f  classes at ranges 19. 20 and 21 (Health Program 
Manager 11. Public Health Specialist II. Radiological Health Specialist II, and Health Program 
Manager III). The program’s scope and the required knowledge and experience in public and 
private pharmacy operations indicate assigning a higher salary range than the Pharmacist class is 
appropriate. The Medicaid Pharmacy Program M anager's program is not comparable to the 
programs characteristic o f  range 23 (Chief. Public Health Nursing). The required knowledge, 
experience and program administration responsibilities are appropriately assigned range 22.

M a rk e t  Analysis:
Class and salary information for government employed pharmacy positions was gathered from 
the stales o f  Washington. Oregon. California and the federal government. Survey information 
was taken from the Jacobson. Betts. & Company survey for The Alaska Hospital and Nursing 
Home Association and the Milliman USA Alaska Cross-Industry Survey. A telephonic survey 
o f  pharmacies in the Anchorage area was also conducted. The Milliman surv ey and the 
telephonic survey did not provide statistically valid information for comparison. The Milliman 
survey reported data for the pharmacy classes from two respondents, one o f  which was the State 
o f  Alaska. In the telephonic survey eleven Anchorage businesses were contacted, eight o f  w hich 
refused to provide information. The salary information from the western states was adjusted for 
cost o f  living differences. Cost o f  living differences are recognized in statute and bargaining unit 
agreements. Alaska Statute 39.27.020 requires cost of living adjustments to be made based on 
comparisons between Seattle. Washington and Anchorage. Alaska. Current contracts provide a 
13% adjustment between these locations.

The market data on Pharmacy Technicians indicates western states' wages vary from equivalent 
to . vlaska’s range 5 to equivalent to range 13. Tile average wage is equivalent to Alaska's range
o. I he surv eys o f  other employers in Alaska reported w ages equiv alent to ranges 9 and 10. 
Assigning range 12 to the Pharmacy Technician job  class will place the State o f  Alaska ahead ol 
market wages.

The market data on Pharmacists indicates western states' wages vary from equivalent to 
Alaska's  range IN ,o equivalent to range 26. The average wage is equivalent to Alaska's range 
21. The surveys of other employers in Alaska reporteJ wages equivalent to ranges 23 and 26. 
Research indicates factors being used by other employ ers in determining compensation include 
an increasing role and importance o f  pharmacists in health care over the last lew y ears, an on­
going national shortage o f  licensed pharmacists, the fact that without a licensed pharmacist a 
pharmacy cannot operate, and that pharmacy operations are a major factor in accreditation o f  
health ear.- facilities. The competition for licensed pharmacists is exacerbated by the loss o f  
pharmacists to retirement and the number o f  pharmacists taking positions with research and 
development firms instead o f  retail or institutional pharmacies.

AnaKsis indicates the difference between the salarv determined through internal analysis and the•  r  w  •

current market rate is not based on issues which require the internal alignment be reexamined.
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PCN 02-7916 is in the Division o f  Longevity Programs, Anchorage Pioneers ' Home, and is 
supervised by PCN 02-7407. Administrative Services Manager. The preponderance o f  the duties 
assigned consist o f  providing clinical consultation to residents, family members, staff and 
resident’s physician: developing comprehensive profiles o f  each resident; discussing with 
physicians the drugs prescribed and the Pioneers’ Hom es’ formulary; conducting extensive 
research and providing expert recommendations to physicians and committees in adapting the 
formulaiy to the special needs o f  the Pioneers’ Hom es’ clients. The position also assists in 
filling prescriptions, directing the work o f  Pharmacy Technicians, and distributing 
pharmaceuticals to each o f  the division’s Pioneers’ Homes. The majority o f  work assigned is 
characteristic o f  the Clinical Pharmacist job  class. PCN 02-7916 is reallocated to Clinical 
Pharmacist effective May 16. 2003.

PCN’s 02-7574. 02-7917. and 02-7927 are in the Division o f  Longevity Programs. Anchorage 
Pioneers’ Home. The positions are supervised by PCN 02-7916. Clinical Pharmacist. Under the 
direction o f  the supervisor or one o f  the other licensed pharmacist positions the incumbents 
perform technical pharmacy tasks in the receipt o f  prescriptions, packaging o f  pharmaceuticals, 
maintaining records, and distributing pharmaceuticals to each o f  the division’s Pioneers’ Homes. 
This work is characteristic o f  the Pharmacy Technician job  class. The PD’s are being processed 
as updates.

Department o f  Health and Social Services:
PCN 06-4037 is in the Division o f  Medical Assistance. Health Program and Policy Unit. The 
position is superv ised by PCN 06 4016. Medical Assistant Administrator IV. The position 
administers the state Medicaid Pharmacy Program. The duties include establishing policies and 
procedures, developing and writing regulations, auditing private and public pharmacies for 
compliance, and serving as the designated expert on the Medicaid Pharmacy Program 
representing the program to parties throughout the state The duties and responsibilities assigned 
this position are characteristic o f  the Medicaid Pharmacy Program M anager job  class. The PD 
will be submitted as an update. The changes to the job  class resulted in a range change for this 
position effective May 16.2003.

PCN 06-5258 is in the Division o f  Mental Health iV: Developmental Disabilities. Alaska 
Psy chiatric Institute, flic position is supervised by PCN 06-5284. Medical Officer. The position 
manages the API pharmacy program providing pharmaceutical services to API and to Division 
ofl 'amily and Youth Services correctional facilit'cs. The preponderance o f  duties involve 
maintaining patient medication profiles, ordering, handling, storing, preparing and dispensing 
pharmaceuticals, reviewing and approving the work o f  a Pharmacy Technician, ensuring security 
o f  medications and equipment, distributing pharmaceuticals to each unit and DI- YS facility. This 
position performs some o f  the clinical review and consultation duties characteristic of the 
Clinical Pharmacist class. Inn the amount o f  time dedicated to these duties is not sufficient to be 
class controlling. The preponderance o f  duties are characteristic o f  the Pharmacist job  class.
I he I'D is being processed as an update.

PCN (16-5103 is in the Division o f  Mental Health A Dev elopmental Disabilitie .l.iska 
Psychiatric Institute. I he position is supervised by PCN 06-5258. Pharmacist. I he incumbent 
performs technical pharmacy tasks in preparing, packaging, and dispensing medications.
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Attachments:
Allocation worksheet 
Final class specifications
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T h ru :  Sarah Brinkley
Classification Study Manager

F rom : Diane Larocquc
Human Resource Specialist

Subject:  Revenue Auditor Study

Introduction
Over the past ten to fifteen years, the Department of  Revenue, Tax Division lias undergone budget cuts 
resulting in significant reductions of professional level audit staff and several reorganizations o f  the 
division. Consistent difficulty in recruiting qualified candidates and the anticipated loss o f  additional 
senior staff to retirement prompted the request for a full classification study. Representatives from the Tax 
Division requested consideration for replacing the existing Revenue Auditor series with three separate 
and distinct auditor series to more accurately define the work performed in each unit. An additional 
request was made to establish a "specialist” position lit at would allow for advancement outside the 
supervisory career path. Also, in an effort to assist with recruitment difficulties, re-establishing flexibly 
stalled job classes for the auditor series w as explored Included in the scope o f  the study was a full review 
and revision o f  the class specifications and an internal alignment analysis.

History
Revenue Auditors I and II were treated in May 1971. Incumbents in these job  classes w ere responsible 
for performing office audits on individual and corporate income tax returns, and on miscellaneous taxes 
such as fish, excise, and tobacco, In August 1971 a third level. Revenue Auditor 111 was established and 
represented the journey level o f  the series. The Revenue Audit Supervisor 1 and 11 job classes were also 
established at this time.

The Revenue 1 ield Auditor 1-III job  classes were established in March 1973 Incumbents m this series 
conducted lull field audits and investigations involving alleged tax violations. The primary difference 
between the Revenue Auditors and Revenue Field Auditors was the fieldwork and in-depth investigative 
work performed by the Revenue f  ield Auditors In August 1974 flexible staffing for Revenue \uditors I 
and II was approved which established entry and intermediate training levels for the series.

A Revenue Audit class study was conducted July 19.X-1, This was a full study that included a salary 
analysts and testified in the expansion o f  the Revenue Auditor series to include a Revenue Auditor IV 
advanced level and Revenue Auditor V lead auditor level. The definitions and distinguishing 
characteristics were tcviscd to combine the duties of  the Revenue field Auditors with the Revenue 
Auditor 111. IN', and V levels. As a result the Revenue Field Auditor job classes were abolished.

Phone: 465-3837 
Fax: 465-1029 

Email: Diane_Larocque(r/admin.state.ak.us
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Since the 19S4 Revenue Auditor study there have been only minor revisions made to the class 
specifications. Revisions to the minimum qualifications were made in September 1995 and December 
199S. In May 2000 minor edits were made to the definition.

Scope
The study included all positions allocated to the Revenue Auditor and Revenue Audit Supervisor job 
classes. These job classes include a total o f  thirty seven professional level positions located in the 
Departments of Revenue (DOR), Tax Division, and Natural Resources (DNR). Division o f  Oil and Gas, 
One professional level position is located in the Department of Commerce, Community & Economic 
Development (DCCED), Division of Insurance. Eight newly established vacant positions were also 
included in the study.

Contacts
The Director and Deputy Director of the Tax Division, the Slate Geologist and the Commercial Analyst 
Audit Manager for the Division o f  Oil and Gas, and the Deputy Director o f  the Insurance Division served 
as contacts to provide information and feedback throughout the study process. Thirteen incumbents were 
selected for position audits and interviewed about the work they perform. The supervisors of  the various 
units were also contacted to provide additional clarifying information.

Method
The Director of the Tax Division served as occupational consultant and presented information to 
classifiers on the work performed by the Revenue Auditors in that division. The Slate Geologist and the 
Commercial Analyst Audit Manager from the Division of Oil and Gas also provided information 
describing the work performed by the Revenue Auditors at DNR. No other department representatives 
made presentations since only one Revenue Auditor position exists outside DOR and DNR.

Position descriptions were received for all positions included in the study. Incumbents working with the 
different tax types and at various levels were interviewed to provide an overall understanding o f  the 
similarities and differences o f  audit work performed. After analyzing all gathered information against the 
classification factors, a thorough review o f  the existing Revenue Auditor series was conducted. The 
divisions identified differences in the work and required minimum qualifications between the three 
proposed i. *w audit groups and after reviewing the information, distinctions were confirmed by the 
Analyst and Classification Manager. Separate draft class specifications were written and provided to the 
divisions for review and comment, recommendations by die divisions considered, and draft class 
specifications were further revised and submitted to the divisions for final review and comment. The 
positions were then allocated to the appropriate job class using the new class specifications, and draft 
allocations w ere sent to the divisions for review. As part o f  the review process, all divisions were given 
the opportunity to request reconsideration o f  the initial allocation. Following the divisions' agreement 
with the position allocations, job classes were analyzed for internal alignment and the draft salary analysis 
was sent to the divisions for review* and comment. Whereas no comments or requests for reconsideration 
were received, the new class specifications were published, positions officially allocated, and the study 
findings were documented and finalized.

Analysis
Most Revenue Auditor positions, which include the appeals staff, and Revenue Audit Supervisor job 
classes, ate located w ilhin the Department of Revenue Tax I Jivision or Department o f  Natural Resources 
Oil and ( ias I >ivision. The exception is otle Revenue Auditor position located in the Department of 
Commerce, ( ‘(immunity and Economic Development. Div ision of Insurance. In order to allocate all 
positions appropriately, careful evaluation and analysis identifying both the similarities and differences of 
each position was made. During this process the classification factors used by classifiers served as
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guidelines to provide the basis for determining if creating several new class series was warranted. The 
classification factors were also used to identify levels within the series, analyze positions for appropriate 
allocation, and determine internal alignment. The classification factors included:

• Nature, variety and complexity o f  work
The Revenue Auditor series in general, encompasses three functional areas: audit, appeals, and regulator)' 
compliance. The primary auditing function for Revenue Auditors is to review and examine financial 
records and supportive documentation to identify tax and royalty liabilities that ultimately generate 
revenue for the state. There arc three identified tax types: oil and gas production, corporate income tax, 
and excise taxes that include gaming taxes, fish, and other smaller transactional taxes. In addition to 
auditing, some Revenue Auditors perform compliance functions, monitoring tax programs for regulator)’ 
compliance. The primary function of the Revenue Auditors in the Appeals Section is to serve as an 
appeals officer for all tax programs administered by the department. With the need to train entry level 
auditors, some positions may also have the responsibility for training staff as a major function of the 
position.

• Nature o f  supervision received
Revenue Auditors work independently with supervision available if needed. The nature of the work and 
policy of the divisions require that all audits are reviewed to ensure consistency and accuracy. Incumbents 
allocated to flexibly staffed positions initially perform under close supervision with supervision relaxed as 
the incumbent progresses to the journey level. The advance level auditor serves as a lead providing 
guidance and direction to subordinate auditors. Revenue Auditors in appeals are expected to perform 
work independently. There tire no lead level positions as incumbents report directly to the supervisor for 
guidance. These positions are responsible for independently handling informal appeals, and may work 
closely as part o f  a team, assisting an Assistant Attorney General with the most difficult formal appeals 
cases, including those conducted through the Office of Administrative Hearings or court.

• Guidelines
Positions in these job classes analyze and audit tax and financial records, supporting documentation, and 
accounting methods and systems used by varied and complex private businesses and corporations. All 
Revenue Auditors and Revenue Audit Supervisors apply state statutes, federal regulation, and case law to 
accurately examine financial records and reports. Incumbents evaluate tax programs, leases, or contracts, 
and analyze the impact o f  existing or proposed tax laws on state revenues and/or royalties. Some auditors 
specialize in the application o f  the Internal Revenue Code, while others must have special training to 
develop an understanding of the oil and gas industry and production components. All auditors must have 
a firm understanding of tax accounting, lax statutes and tax law. In addition, appeals staff must be well 
versed in legal protocol, precedent, and process,

• Initiative and originality rajuircd
Personal initiative is generally required and encouraged since auditors work with a high degree of 
independence. Auditors must take the initiative to involve other staff, seek the advice o f  the Department 
of Law. and management. In addition, auditors must often learn to exercise both tact and skill to extract 
I Ttinent information from taxp tvers and or negotiate settlements, leases, contracts, or informal 
conferences,

• fUirpost and nature o f  person to person contact
Revenue Auditors. Revenue Audit Supervisors, and appeals staff work with other agencies, taxpascis, 
taxpayer representatives, professional staff in the industry, and the public to acquire and provide 
information pertinent to ongoing analysis of taxes, royalties, contracts, leases and revenue sources 
Revenue Auditors perform in an adversarial role on behalf o f  the state to contest the amount of tax or
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royalty liability reported by taxpayers. The purpose and nature o f  the person to person contact may range 
from taxpayer counterparts having little sophistication in tax matters to highly specialized professionals in 
large multinational firms.

• Nature and scope o f  recommendations, decisions, and consequence o f  error
Because o f  the nature o f  the work, there is a significant amount of  public scrutiny and potential for 
litigation. Auditors work with large amounts o f  revenue which depending on the audit may range from 
thousands o f  dollars to millions of dollars. This has a direct financial impact on state revenues and the 
consequence o f  error could significantly impact the state’s economy. Revenue Auditors at the journey and 
advanced levels participate in the research and analysis o f  proposed legislation, submit input and make 
recommendations to supervisors that may ultimately influence elected officials and policy.

• Nature and extent o f  supervision exercised over the work o f  others
At the highest levels, Revenue Auditors perform independently and regularly exercise judgment and 
discretion. These positions often serve as lead level positions assigning and overseeing projects, and 
reviewing the work product. Revenue Audit Supervisors are assigned the responsibility for managing a 
unit. The scope o f  management and supervisory authority duties distinguishes the 1 and II levels.

• Qualifications required
The Division o f  Personnel has adopted as general guidelines the requirement for minimum qualifications.
It should be emphasized that these are guidelines, not standards. When using the minimum qualifications 
as one o f  the eight classification factors, consideration was given to the recruitment difficulties o f  that job 
class. Using the Division of Personnel experience and educational requirements as general guidelines 
rather than a standard practice to distinguish levels ensured fair consideration.

Using the eight factors as the foundation for making comparisons, the differences between the Revenue 
Auditors in the nature, variety, and complexity in work, the puiposc and nature of person-to-person 
relationships, and the nature and scope of recommendations, decisions, commitments, and consequence of 
error was made evident. For cac’ level in the scries, the class controlling work was defined by the degree 
to which these factors influence assignment and performance, and the class specifications were created 
based on this information.

Revenue Auditors audit corporations or businesses that have unique accounting systems most often 
containing layers o f  financial data that is hidden, obscure, or ambiguous, and must be scrutinized. To be 
successful the incumbent must have an overall knowledge o f the industry to locate, research, and analyze 
relevant tax information and understand the information recorded in returns. Revenue Auditors prepare 
formal repons stating the issues, facts, law, and positions o f both parties, Incumbents may be assigned 
tasks beyond the audit function such as regulation research or examining the affect o f  potential legislation 
on operations, tax programs, methods and policies. Although the focus o f  the Revenue Auditors may be 
narrowly limited to tax or royalty liability and some regulatory compliance, the audits are broad in scope. 
These audits most often involve diverse business activities, and depending on the type o f  tax, involve the 
analysis o f  single transactions or cumulative activities occurring over a specified period of time. While all 
Revenue Auditors at the entry level are expected to have basic accounting and auditing aptitude, 
knowledge of the industries and an understanding o f  governing statutes and regulations is generally 
obtained through on-the-job training. The work requires specialized knowledge of tax law s, companies or 
industries being audited, and auditing and accounting skills to effectively and accurately audit the books 
and rceoids of a variety of companies, each with their own method o f  accounting.

Revenue Auditors who work in excise, gaming, or fisheries tax types perform work that focus on single 
transactions rather than entities or organizations In addition to auditing functions, the regulatory and
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educational components of the job require different skill sets than those of the oil and gas production or 
corporate income tax auditors. With proper support, training, and educational background, an individual 
working with these tax types may quickly learn the critical aspects of the program. Tax counterparts are 
less sophisticated than those located in large firms or corporations.

Revenue Auditors in the Tax Division and in the Division of Oil and Gas who work with oil and gas 
production or leases perform audits that are unique to the Slate o f  Alaska and require specialized training. 
Incumbents must learn the various components of oil and gas production and the industry. Audit positions 
working with this tax type are presented with the difficulty of working with a unique tax type or lease and 
royalty issues that often present novel situations with little or no guidance. Although the nature of the oil 
and gas audits differ between the two departments, with DOR having a focus on tax liability and DNR 
having a focus on royalties and negotiating settlement agreements, the overall work performed by the oil 
and gas auditors in both divisions is sufficiently similar for grouping purposes.

Revenue Auditors working in corporate income tax arc also specialists in that this group computes tax 
liability based on federal taxable income with Alaska adjustments. Alaska statutes adopt the Internal 
Revenue Code (IRC) by reference, and the statutes make certain exceptions and modifications to the IRC 
that directly affect tax liability. As a result, these Revenue Auditors must have a thorough working 
knowledge of the IRC. Incumbents interpret and apply a wide and diverse body of authorities that include 
Alaska statutes, and other state tax statutes, regulations, case law, and foreign tax and fiscal contracts. 
Corporate income lax audits require formal, specialized training to learn the Internal Revenue Code and 
the specialized accounting rules for multi-state lorporations. Incumbents must also become well versed 
with rules o f  apportionment.

Revenue Auditors working in the appeals group do not perform audits. The primary function of these 
auditors is to serve as an appeals officer for both informal and formal tax appeals cases. Revenue Auditors 
working in the Appeals Unit represent auditors from all tax types and advocate on behalf o f  the respective 
tax programs, serve as advisors to program staff, and have knowledge of legal protocol and practices. 
Incumbents conduct informal conferences, issue written informal conference decisions, and may represent 
the agency for cases appealed to the formal level. Revenue Appeals Officers must have an understanding 
o f  “the big picture”. Incumbents in these positions work with and on behalf o f the Revenue Auditors and 
must have a firm understanding o f  the various tax programs. Whereas Revenue Auditors are focused 
solely on performing audits. Appeals Officers must understand the tax programs, tax laws, regulations, 
policies, and how it relates to the work in the division. Incumbents must exercise judicial temperament 
with auditing and tax law knowledge. Appeals may involve high slakes, with dollar amounts in excess of 
millions o f  dollars. However, the Revenue Appeals Officers do not give legal advice, do not conduct 
hearings, and do not render decisions.

Having recognized that the duties of  all positions may share some similarities, it was necessary to 
determine if the criteria for grouping positions as set forth by the Division o f  Personnel's classification 
plan was met. fo r  the puiposc o f  grouping positions into job classes, the Division of Personnel 
established the following criteria to determine if the positions arc sufficiently similar with respect to 
duties and responsibilities, degree of supervision exercised and received, and entrance requirements so
that;

1 The same title can be used to clearly identify each position
2 The same minimum qualifications for initial appointment can be established for all positions.
3. The same basic rate ot pay can be fairly applied to all positions.
•1. I'.mplovees in a particular class arc considered an appropriate group for purposes of layof f  and recall.
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Although comparisons of the work for all positions indicated similarities with regard to nature and variety 
o f  the work, the differences were sufficient to fail the grouping criteria and warrant creating new job 
classes. As a result, the following new job classes were created: Tax Auditor 1-1V, Oil and Gas Revenue 
Auditor J-IV, Corporate Income Tax Auditor I-IV, and Revenue Appeals Officers J-II. In addition, 
whereas each auditor scries has it's own unique set o f  complexities requiring specialized skill sets, 
flexibly staffed entry and developmental levels were established for eacli of the three newly created series 
to provide sufficient program specific training and advancement opportunity to the journey level. For 
each auditor series, an advanced level was established to serve as lead auditor anu work on the most 
difficult audit assignments. Only two levels of work were identified for the Revenue Appeals Officers 
resulting in a journey and advanced level.

The same grouping criteria was used to examine the Revenue Audit Supervisors 1/ll/and 111. Examination 
o f  the duties, authority, and responsibilities indicate clear distinctions between the three levels. As a 
result, the Revenue Audit Supervisor 1 and II remained two distinct supervisory job classes and the 
Revenue Audit Supervisor III was replaced by the Chief o f  Revenue Operations to more accurately reflect 
the duties performed by this position.

Differences in minimum qualifications between all auditor scries, supervisors, and appeals staff, and each 
level underscored the distinctions between job classes. These differences further supported the request to 
abolish the existing Revenue Auditor scries and establish new job classes.

Both divisions requested that consideration be given to establishing a new job class which would be 
representative o f  a highly technical level expert. Incumbents in these positions would be responsible for a 
distinct body o f  work requiring a highly skilled and experienced individual to serve as a consultant and 
advisor to staff and management. Reporting directly to management, this position would have sufficient 
expert level knowledge in a particular area to be considered the final authority, possess specialized 
expertise about industry operations, and have dec .ion making authority that may have statewide impact. 
This highest level o f  work was identified for the oil and gas production and the corporate income tax 
units. Following the review of proposed duty assignments, it was determined that establishing new job 
classes was appropriate with a title o f “specialist" to more accurately reflect the level of the work. This 
would also ensure consistency within the divisions’ organizational structures. A s : result, an Oil and Gas 
Revenue Specialist and Corporate Income Tax Specialist were established.

In ternal Alignment
The salary range o f  a job class is determined based on the internal consistency within the stale's pay 
plans, in accordance with merit principles, with the goal o f  providing fair and reasonable compensation 
for sen  ices rendered and maintaining the principle o f  “like pay for like work” . In evaluating interna! 
consistency the difficulty, responsibility, knowledge, skills, and other characteristics of a job are 
compared with job classes of a similar nattiie. kind, level in the same occupational group and job family 
or related job families.

Auditor and Superviso r internal a lig n m en t

Recognizing that no two job classes are 1 lit)" >. alike, specific job classes were selected for comparison 
based upon the following similarities in duties and characteristics of the work performed:
• gather, review, and analyze, financial and accounting data
• perform field audits to gather additional financial information
• prepate and write report summary narratives
• provide program information and education to a variety o f  audiences
• ensure regulatory compliance with applicable programs
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• research regulatory issues and provide recommendations to supervisors
• review and draft legislation and regulations
• supervise professional work related to financial management, accounting, or revenue
• conduct hearings, adjudicates; work with appealed cases

Based on the work and duties, job classes sufficiently similar in kind and level that advise, administer, 
supervise, and perform work in management, accounting, budgeting, and related financial management 
were selected rind reviewed as possible comparable job classes to the auditor and supervisory job classes. 
The following job classes within the clerical, fiscal, and administrative group (PI XXX) were included in 
the analysis: Accountant, Internal Auditor, and Program Budget Analyst. In order to ensure full 
compensatory consideration, professional job  classes sufficiently similar in kind and level outside of this 
group (P2XXX) were also included in the analysis: Economist, Petroleum Economist, Utility Financial 
Analyst, Financial Institution Examiner, and Insurance Financial Examine. Field Auditor (P4XXX) was 
also considered.

Possible comparable jo b  classes fo r  Tax Auditors, Oil and Gas Revenue Auditors, Corporate Income Tax 
Auditors and Revenue Audit Supervisors:

Accountants:
Accountants working for the stale track and record funds received and expended, and maintain the 
financial account tracking system. Altlu ugh funding may come from a variety of sources, accountants 
work with one set o f  accounting system and principles, those adopted by the State of Alaska for 
governmental accounting. Accountants work in support o f  specific programs and agencies, provide 
advice, information, financial projections, and training to staff at all levels to ensure sound Financial 
management. A variety o f  reports are generated from Financial data contained within the accounting 
system. Initiative and originality is limited and the scope of recommendations, decisions, commitments 
and consequence of error is narrow. Incumbents must have considerable knowledge of governmental 
budgeting, accounting, and reporting principles and limited knowle >ge of state and federal laws, rules, 
and guidelines. Accountants work within the accounting principles and practices adopted by the state.

Internal Auditors:
Internal Auditors perform the full range o f  audit functions. The scope of the audits performed is broad 
and includes overall organization and program review and evaluation for regulatory compliance, “ he 
focus is on internal, management, fiscal and accounting controls; review o f  agency policy and procedures; 
appraisal o f  agency performance and effectiveness in meeting goals and objectives. Internal Auditors 
examine financial records o f  agency activities, contractors or grantees for adherence to policies, program 
effectiveness, operational efficiency, effective control over expenditures, receipts, revenues, and assets. 
Internal Auditors examine resouiccs for proper accounting and financial transactions, the production and 
reporting of accurate, reliable, timely, and useful financial data, and compliance with applicable laws 
regulations, and precedent decisions.

Program Budget Analyst:
Program Budget Analysis perft mi ongoing analysis o f  departmental budgets or broad area of the budget. 
Incumbents independently perform analysis o f  all budget matters pertaining to a state department by 
defining, proposing solutions to budget problems, assists supervisor in the analysis o f a variety of the 
most complex statewide issues, and provide consultative budget services to state agencies. Incumbents 
may review and analyze operating budgets (program categories), capital improvement budget, and 
program evaluation. Incumbents coordinate review of budget submissions from assigned programs and 
agencies: review for conformity with instructions anil format, mathematical accuracy, program content, 
and adherence to regulatory guidelines The focus o f  the Program Budget Analyst is on internal state
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agency management, fiscal and accounting controls. Incumbents have a familiarity with stale financial 
structure, taxation policies, and revenue systems.

Economist:
Economists prepare quantitative and qualitative analysis in support o f  audit work development of  tax 
regulations, preparation of fiscal notes for pending legislation, development o f  regulations, develop state 
revenue projections and other economic reports for the governor, legislature, and the general public. 
Economists plan, direct, coordinate, and participate in professional econometric model forecasting, 
cost/benefit analyses, and research relating to various management and taxation alternatives, projected 
revenue, labor and workforce trends, and legislative proposals. Incumbents write narrative explanation of 
study findings in technical and non-technical terms used for assisting state, federal and legislative 
agencies to develop projects to measure economic and/or revenue impact. Some positions work with other 
slate agencies tc propose, evaluate and assess economic, tax or revenue programs. Incumbents may also 
analyze the impact of  existing or proposed tax laws on state revenues and produce statistical summaries of 
non-oil revenues.

Petroleum Economist
Petroleum Economists arc specialists wlio analyze and interpret economic data relating to the 
determination o f  the economic value of known and potential petroleum csources, financial status o f  oil 
companies, oil revenue projections and oil tariffs.

Utility Financial Analyst:
Utility Financial Analysts perform duties involving utility regulatory audit, financial examinatio ', and the 
analysis o f prospective or regulated utility companies. Incumbents review the financial aspects of  utility 
and pipeline filings, including tariff revisions, certifications, and petitions. Positions allocated to this class 
perform audits, examinations, and analyses o f  regulated utilitic • involving complex or controversial issues 
such as new or unusual regulatory issues, the application o f  regulatory theory, or the analysis o f  utilities 
with unusually complex accounting systems. Determinations are made o f  the appropriate level o f power 
cost equalization for a given utility. Cases may involve substantial political considerations or legal issues, 
or. eases which may be expected to result in public hearing. Incumbents review tariff filings, identify 
appropriate rate making components and inappropriate costs to be disallowed from rate calculations, 
verify elements o f  the review requirement, reviews pre-filed testimony in contested cases and summarizes 
hearing record. Utility Financial Analysts must have sufficient knowledge o f  utility regulatory accounting 
practices and procedures to examine the books of prospective and existing utility companies. Incumbents 
perform financial analysis on rate case audits, identify regulatory issues and theory, possible legal and 
accounting problems, documents pertinent background data and relevant utility Commission rulings and 
identify involvement required by other sections. Utility Financial Analysts possess knowledge of the 
principles of revenue requirements and rate making; auditing techniques and tax laws. Positions 
participate in adjudication hearings.

Financial Institution Examiner:
financial Institution Examiners plan, conduct, and lead examinations o f  commercial banks, trust 
companies, mutual savings, bank holding companies, branches or agencies o f  foreign banks, small loan 
companies, premium finance companies and other financial institutions. Financial Institution Examiners 
prov^lc both a regulatory function and maintenance function by ensuring the integrity of  banking and 
financial institutions through the evaluation o f  safety and soundness o f the companies. Incumbents have a 
thorough knowledge of financial institution operations and the finance industry, participate in assembling 
information and data for accurate analysis of a financial institution's assets and liabilities, management 
competency, soundness of  policies, and other factors that affect its solvency. Incumbents analyze and 
verify accuracy o f  accounting, fiscal, and other financial records, check loan files for completeness and
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accuracy and judge credit worthiness of  borrowers. Examine and analyze accounting and other records for 
compliance with laws and determine protection of trustors' accounts and compliance with trust document 
provisions. Financial Institution Examiners review findings of examinations with superiors and the 
institution, conduct exit reviews, recommend corrective action or improvements in procedures and 
generate reports on examination, evaluation, and forecasting processes. Incumbents possess knowledge of 
state regulations o f  financial institutions, governing laws and regulations, and accounting principles and 
practices used in financial institutions.

Field Auditor:
Field Auditors make determinations of employer liability under the Employment Security Legislative Act 
by means of investigating and auditing payrolls and other records o f  private employers. Work includes 
the interpretation of laws and regulations, advising employers regarding procedures to be followed, and 
the collecting o f  delinquent contributions from the employer. Incumbents research employer records to 
ensure that accurate rates are assigned for employer payments under the Alaska Employment Security 
Act, and that liable employers submit tax moneys due.

Insurance F inancial Examiner:
Insurance Financial Examiners conduct research and analysis o f  the financial conditions and business 
practices in insurance companies conducting business in the state. Incumbents evaluate factors affecting 
the sale and marketing of insurance by monitoring the conduct o f  persons and organizations involved in 
the insurance industry' for compliance with state law, reviewing and approving or disapproving rates, 
rating systems and policy forms used or proposed for use in Alaska by licensed insurers. Incumbents 
participates in field audits to gather information, performs audits o f  insurer’s annual statements, prepares 
documentation of financial review and investigations o f  insurers, and makes recommendations for 
disciplinary actions and monitoring.

• Auditors:

Entry/Trainee level positions:
Program Budget Analyst 1 (PI-461 SR 13), Accountant I (1M204 SR 14). Internal Auditor I (P I290 SR 
14), and Economist 1 (P2206 SR 16).

These job classes are Professional entry/training level and generally assist higher level positions in 
providing specific analyses o f  limited scope or perform selected assignments. These positions are often 
filled and worked in a trainee capacity. Incumbents have the basic academic body o f  knowledge, but the 
work requires learning the practices and prc cedures o f  the professional field. Positions at this level work 
underdose  supervision. Minimum qualifications at these levels include a bachelor’s degree in a specific 
area or a non-specific bachelor’s degree with specific course-work, and/or experience requirements.

Tax Auditor 1 is the professional training level o f  the series. The nature, variety, and complexity of the 
work and level o f  supervision is characteristic of the other comparable professional entry'training level 
positions assigned to salary range 14.

Oil and Gas Rev enue Auditor 1 is the professional entry, training level o f the scries. Minimum 
qualifications are set lower than the Economist 1. and relaxed to allow for a substitution for the requited 
accounting degree. However the nature, variety, and complexity of the work, as well as the specialized 
aspects of  the program require substantial training to learn the lax type which is unique in the country, 
and the appropriate guidelines, Incumbents must also learn the various components of the oil and gas 
industry and production operations. The specialized training and complexity o f  this tax type places this 
job class above salary range 14. However, at this level, incumbents arc expected to possess some
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knowledge rather than a working knowledge o f  accounting practices. Working knowledge is consistent 
with the developmental rather than entry/trainee level job classes. In addition, the scope o f  the work and 
the research and analysis performed is narrowly defined, and less complex and controversial than that 
found at the developmental level range. Therefore Oil and Gas Revenue Auditor I is assigned to salary 
range 16.

Corporate Income Tax Auditor 1 is the professional entry/training level of  the series. The nature, variety, 
and complexity o f  the work, as well as the specialized aspects o f  the program requiring substantial 
training to learn complex Internal Revenue tax code and specialized accounting rules for multi-stale 
corporations places this job class above salary range 14. However, at this level, incumbents are expected 
to possess some knowledge rather than a working knowledge o f  accounting practices. In addition, the 
scope o f  the work and the research and analysis performed is narrowly defined, and less complex and 
controversial than that found at the developmental level range. Therefore Corporate Income Tax Auditor 1 
is assigned to salary range 16.

Developmental level:
Internal Auditor II (P 1291 SR 17), Program Budget Analyst 11 (P1462 SR 16), Financial Institution 
Examiner 1 (P2310 SR 17), Utility Financial Analyst I (F2334 SR 17).

These are second level developmental trainee positions. Incumbents continue training and are assigned 
projects with limited scope and complexity that are selected to provide increased difficulty and variety 
within the specialty. This work requires a working knowledge, and incumbents apply acquired knowledge 
and skills with continued on-the-job training to develop the expertise needed to perform more difficult 
duties and at the higher level. Incumbents learn examination, review, and audit techniques and are 
assigned small audits or portions of audits or cases to assist the incumbent with the developmental 
process. Supervisor assistance is readily available.

Tax Auditor II is the developmental level in the series. The incumbent has acquired some knowledge of 
tax auditing and continues to follow a training plan. Assignments are tasks that are well defined, limited 
projects directed towards fact finding rather than analysis and interpretation, Considering the scope and 
complexity o f  the work performed by the Tax Auditor 11 against the comparable job classes indicates the 
Tax Auditor II job  class is appropriately assigned to salary range 16.

Gil and Gas Auditor II is the developmental level in the series. Incumbents have a working knowledge of 
accounting and auditing principles, and apply knowledge and skill obtained at the lower level to perform 
the full range o f  audit duties. Whereas the incumbents must continue to learn specialized aspects o f  the 
program through on-the-job training, small and less complex oil and gas production audits arc assigned. 
The scope, complexity o f  the work, and the specialized knowledge of the oil and gas industry and 
production operations required to perform duties exceed that o f  the comparable job classes. Oil and Gas 
Revenue Auditor II is assigned to salary range 18.

Corporate Income Tax Auditor 11 is the developmental level in the series. Incumbents have a working 
knowledge o f  accounting and auditing principles and apply knowledge and skill obtained at the lower 
level with continued on-the-job training, including formal training, to perform the audit assignments to 
learn the specialized aspects of  the program. The scope and complexity o f  the work and guidelines that 
require specialized knowledge o f  the complex Internal Revenue tax code and accounting rules for multi- 
stale corporations duties exceed that o f  the comparable job  classes. Corporate Income Tax Auditor II is 
assigned to salary range 18.

Journey :
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Accountant II (P 1205 SR 16), Internal Auditor III (P1292 SR 19). Program Budget Analyst III (P1463 SR 
19), Economist II (P2207 SR IS), Financial Institution Examiner 11 (P2311 SR 19), Utility Financial 
Analyst II (P2335 SR 19). Field Auditor I (P4636 SR 16). Insurance Financial Examiners J (P2300 
SRI 9).

This is the full proficiency, lull working level. Incumbents perform complete audits and possess the 
knowledge and skill necessary to accurately explain policies, procedures, rules and regulations to 
professional counterparts and the public. Work may involve a variety o f  programs, accounts, funding 
sources, and assignments are typically of moderate scope and complexity. Incumbents arc expected to 
function independently, exercise substantial judgment and decision making.

Tax Auditor III is the journey level of the series. At this level, the scope and complexity of the work 
exceeds that o f  accountants. Incumbents are responsible for a tax program. The breadth of professional 
knowledge is greater us the work requires knowledge, skills, and ability in professional auditing, 
regulatory compliance, and research. The nature and purpose of person to person work relationships is 
also greater and requires special skill sets for providing education and information to taxpayers, taxpayer 
representatives and the public. However, the scope and complexity o f  the work is in the lower range of 
that found in the work performed by job classes assigned to the highest journey level o f  comparable job 
classes. Tax Auditor 111 is assigned to salary range 1 S.

Oil and Gas Revenue Auditor 111 is the joumc; vcl in the series. Incumbents perform production tax and 
royalty audits o f  medium size and work with s ^histicatcd professional taxpayer representatives who are 
professional corporate accountants and attorneys. The size, scope, and complexity o f  the audits exceed 
that o f  the comparable job classes. Oil and Gas Revenue Auditor 111 remains appropriately assigned to 
salary range 20.

Corporate Income Tax Auditor JI1 is the journey level in the series. Incumbents arc responsible for 
independently performing audits on small to medium oil and gas companies and large complex non-oil 
and gas corporate income tax audits. The size, scope, and complexity o f  the audits exceed that of the 
comparable job classes. Corporate Income Tax Auditor 111 remains appropriately assigned to salary range 
20.

Advanced/lead:
Accountant 111 (R1206 SR IS). Program Budget Analyst III (P1464 SR 21), Economist III (P2208 SR 20), 
Financial Institution Examiner 111 (P2312 SR 21), Utility Financial Analyst 111 (P2336 SR 21), Field 
Auditor II (P4635 SR 17). Incairance Financial Examiners 11 (P2301 SR 21).

At the advanced level, incumbents have substantia! responsibility for projects of broader scope, and are 
most difficult and complex. Assignments may often be controversial and have a significant impact on 
decisions affecting stale programs or revenues, Research and performance of duties at this level require 
discretion and innovation, and are characterized by the application o f  specialized knowledge of an 
industry or program area. Incumbents may advise the supervisor and higher level management as to 
policy, regulatory or legislative implications. Incumbents often serve as lead workers, mentoring and 
assigning work to subordinates.

Tax Auditor IV is the advanced level in the series Although the scope and level ol complexity found in 
the work exceeds that of the Accountant III, the audits | rfornicd arc in the lower range of complexity as 
those found in the higher level o f  comparable job classes, tcumbents have less decision-making 
authority and their duties generally involve a lower consequence of error than that o f  the job classes 
assigned to the highest advanced level positions. Tax Auditor IV is assigned to salary range 2(1
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Oil anu Gas Revenue Auditor IV is the advanced level in the series. Incumbents arc responsible for the 
largest oil and gas tax or royalty audits. Taxpayer counterparts are big five accounting firms and 
attorneys, and in house tax professionals using sophisticated accounting systems. Audits and royalty 
settlement agreements involve multinational corporations and audit claim dollars can frequently reach 
millions. The scope and complexity of audits, purpose and nature of person to person contacts, and the 
consequence o f  error exceed that performed by the comparable job classes. Oil and Gas Revenue Auditor 
IV remains appropriately assigned to salary range 22.

Corporate Income Tax Auditor IV is the advanced level in the scries. Incumbents are responsible for 
performing audits o f  the largest oil and gas corporations. Incumbents must have a commanding 
knowledge of Internal Revenue Code and Taxpayer and accounting rules for multi-state corporatiors. 
Counterparts are big five accounting firms and attorneys, and tax professional specialists using 
sophisticated accounting systems. Audits involve multinational parent corporations with subsidiaries, 
with audit claim dollars frequently in the millions. The scope and complexity o f  the audits, purpose and 
nature o f  person to person contacts, complexity of available guidelines and consequence of error exceed 
that performed by the comparable job  classes. Corporate Income Tax Auditor IV remains appropriately 
assigned to salary range 22.

*Oil and Gas Revenue Auditor and Corporate Income Tax Auditor entry, developmental, journey, and 
advanced levels (formerly Revenue Auditor IV and V) remain among the highest salary ranges, at each 
level, for non-supervisory comparable job classes within state classified service.

Expert/Spec ia lis t :
Accountant V (F I207 SR 22), Economist IV (F2209 SR 22), Petroleum Economist I (P2214 SR 22), 
Natural Resource Specialist V (P6645 SR 23).

Positions at this level are non-supcrvisory subject matter experts who independently conduct the most 
complex analyses having substantial impact on the state, and the greatest consequence o f  error. 
Incumbents possess a significant degree of experience and technical expertise to address unprecedented 
problems, participate as a member and/or lead a multidisciplinary team composed o f  technical level 
experts and specialists to provide expert analysis, consultation, and recommendations on the most 
complex projects and issues.

Oil and Gas Revenue Specialist serves as a high level of technical expert in a significant and highly 
complex audit area with a broad scope of responsibility for the division’s audit program. In addition, 
incumbents are responsible for making recommendations to management involving areas ol policy 
formulation, issue identification, research and resolution, and strategic planning. Work may be subject to 
significant scrutiny from the legislature, other governmental agencies, the public, and oil companies. The 
level o f  responsibility, complexity of the work, and technical expertise required most closely aligns this 
position with the Natural Resource Specialist. Oil and Gas Revenue Specialist is assigned to salary range 
23.

( 'orporatc Income '1 ax Specialist serves as technical advisor by consulting with audit and appeals staff on 
new tax issues, complex audit litigation related to corporate income tax. and provides technical support, 
advice, and recommendations on the most difficult, complex, ai d politically sensitive corporate income 
tax cases, issues, and appeals. The incumbent reviews, researches, and evaluates existing state and federal 
lax laws, policies, and regulations pertaining to corporate income tax. This position monitors federal 
income tax and multi-state tax developments relating to new tax issues or tax issues not covered by 
existing statutes and or regulations. The level of responsibility, complexity of the work, and technical
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expertise required most closely aligns this position with the Natural Resource Specialist. Corporate 
Income Tax Specialist is assigned to salary range 23.

• Supervisors:

Accountant III (P 1206 SR IS). Internal Auditor IV (P1294 SR 21).

These are I51 level working supervisors who plan, and direct the work of subordinates while performing 
the most complex assignments. At this level, incumbents have some responsibility for implementing 
internal policies and procedures, and may provide assistance to higher level supervisors by providing 
recommendations for program development, policy setting and administrative functions.

Accountant V (P I208 SR 22); Internal Auditor V (P 1295 SR 23); Financial Institution Examiner IV 
(P2313 SR 22); Utility Financial Analyst IV (R2337 SR 23); Insurance Financial Examiners 111 (P2302 
SR 23); Program Budget Manager (P 1465 SR 22).

These are 2ml level supervisors having full supervisory and management responsibilities for a unit, and are 
of ten the state expert for a particular program. The incumbents may serve as advisor or liaison to higher 
level management, commissions, directors, agencies, and media, and are directly involved and responsible 
for overall administrative functions such as budget development and establishing policies and procedures.

Revenue Audit Supervisor I are working supervisors. The level o f  authority, responsibilities assigned, and 
nature of supervision received and exercised over subordinates is consistent with the more narrowly 
focused supervisory responsibilities and level o f  authority found at the 1“ level o f  supervisors. However, 
the complexity o f  the work and tax programs exceeds that which is found at the P 1 level supervisory 
comparable job classes. The Revenue Audit Supervisor I remains assigned to salary range 22.

Revenue Audit Supervisors II are responsible fora broad range o f  duties. The description of full 
responsibility which includes planning, developing, managing, and evaluating operations, budgets, 
personnel, organizational structuring, policy and procedure development, legislative or regulatory 
changes is consistent with other supervisor}' positions at this level. Given the public scrutiny and political 
sensitivity o f  the existing and new tax programs, and the impact on the state from revenue generated, this 
job class is set above salary range 22 and commensurate with the highest level comparable supervisory 
job classes. Revenue Audit Supers isor II remains assigned to salary range 23.

*Thc Revenue Audit Supervisors 1 and II remain among the highest salary langes for supervisory 
positions within state classified service.

• Chii' o f Revenue Operations:

Chief Economist (1*2210 SR 2-1); Chief Procurement Officer (1*1347 SR 24); Accountant V (J’1208 SR 
22 >; Petroleum Economist II (1*2215 SR 24).

These are often single position job classes in which the incumbent serves as the supervisor o f  a large, 
diversifieJ, and usually dispersed staff with a number of sub units. Incumbents may also serve as a 
primary policy maker, develop and implement policy relating to the programs, manage all resources 
within the section, oversee the planning, implementation and coordination of program operations, and 
develop and maintain long-range plans and coordinate the operations of the section in order to accomplish 
objectives. These positions often serve as program advisor to management and the Legislature. Chief of 
Revenue ( tpcrations is appropriately assigned to salary range 24.
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A p p e a ls  O f f ic e r s  in te rn a l n l i i tn m e m

The same method was used to select appropriate comparable job classes for the (formerly) Revenue 
Auditors working in the Appeals Unit. Appeals Officers do not render decisions or provide legal advice. 
Further, the Appeals Officers do not conduct hearings or serve as judges for hearings. However, 
incumbents represent the division and program staff for matters on appeal. Incumbents must understand 
the legal processes and protocol, judicial procedure, and must possess considerable knowledge o f  general 
legal principles, practices, and strategies employed in litigation and appeals. Based on the nature of the 
work and duties performed, the following job series were selected and reviewed as possible comparable 
job  classes to the Revenue Appeals Officers; Attorney, Hearing Examiner, Hearing Officer, Disability 
Hearing Officer, Administrative Law Judge, and Appeals Referee. The list is appropriate as it reflects job 
classes that advise, supervise, or perform professional work in legal or quasi-judicial settings to conduct 
hearings, make decisions or recommendations, and prepare decisions on claims concerning government 
programs or other government related matters. Most o f these job classes are located in the (P7XXX) 
group, with the exception o f  the Hearing Officers and Examiners who are assigned to the (IMXXX) 
group.

Possible comparable jo b  classes for Appeals Officers 

Attorney
Attorneys render legal set vices in a variety o f  fields of  law serving as counsel to state agencies. 
Incumbents present analysis, prepare formal opinions, conclusions, and advice to agency executives, 
explain and defend content o f  legislation, regulations, etc., before boards, commissions, industry 
representatives, legislators, concerned public or other groups, where issues or proposed actions may be 
controversial. Attorneys prepare briefs, opinions and pleadings, carrying out legal research, analyze 
highly complex legal documents for clarity and legal sufficiency. Incumbents assemble and organize 
facts, and present evidence and other matters in oral and w ritten legal forms.

Hearing Examiner
Hearing Examiners conduct hearings and prepare proposed decisions on formal proceedings related to the 
substantive rights and obligations o f  persons, including corporations, subject to the provisions of the laws 
administered by the agency.

Hearing Officer
Hearing Officers investigate alleged violations and claims regarding state statutes and or regulations; 
review points on appeal; contact affected parties; evaluate record and makes recommendations whether to 
accept the filing for hearing or to reject the tiling for lack ofmciit or procedural deficiencies This class is 
distinguished from other hearing officer related classes which review decisions or actions taken by other 
employees within the same organization, relating to a particular program or service. This class is 
characterized by the variety o f  appeals and has responsibility tor teviewing and rendering decisions on 
actions taken by personnel in all state agencies and or outside state government, but within their 
jurisdiction

Disability Hearing Officer
Disability Hearing t litieers conduct informal adversarial hearings relating to the claims tor benefits under 
the provisions of Social Security and or Supplemental Security Income laws and regulations Incumbents 
rex lew claims, medical and vocational evidence pertaining to the hearing, consult w ith medical and 
vocational experts, and explain smial security disability law. regulations, tidings, policies and procedures 
to claimants and their representatives Incumbents render written decisions requiring the understanding
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and application of medical, legal, and vocational concepts to evaluate the impact o f  physical or mental 
impairments on an individual's ability to engage in an occupation.

Administrative Law Judge
Positions in the Administrative Law Judges series conduct and preside over formal hearings to prepare or 
recommend final decisions on claims regarding state government programs or government related 
hearings, Incumbents function as independent and impartial triers of fact in formal hearings rather than as 
an agency representative. The scope o f  jurisdiction crosses multiple state agencies and may include 
hearings referred from outside slate government.

Appeals Referee
The Appeals Referee holds pre-hearing conferences with appellants, attorneys, employers, and other 
interested persons in order to expedite just and reasonable solutions to appeals and contests without 
formal hearings, whenever possible and prepares, conducts, and determines, formal hearings to adjudicate 
unemployment insurance appeals.

Journey and Advanced levels:
Attorney II (P7143 SR 20): Attorney 111 <P7144 SR 22); Attorney IV (R7145 SR 24); Hearing Officer 
< 1*1925 SR 21); Hearing Examiner (T23KO SR 24); Appeals Referee 11 (P4663 SR 19); Appeals Referee 
III (P4664 SR 21).

At the journey level, the Revenue Appeals Officer 1 is assigned the less complex penally or gaming cases. 
Whereas it is often the less complex cases that progress to the formal level, extensive research, analysis, 
and an accurate response to all issues arising in the appeal is required. The nature and complexity of the 
work, nature and scope o f  recommendations, commitments and consequence of error, nature o f  person to 
person work contacts, minimum qualifications, and the required knowledge, skills, and ability to 
successfully perform duties indicate the range falls between the comparable job  classes assigned to ranges 
20 and 22. Revenue Appeals Of ficer 1 is assigned lo salary range 21 and is appropriately placed in the 
P73XX occupational family.

At the higher level, the Revenue Appeals Officer II is assigned the most difficult cases. In this capacity, 
they may serve, in effect, as co-counsel, assisting with strategy, research and gathering information. 
Allhough incumbents do not render decisions or provide legal advice, they may make recommendations. 
The tiatuie and complexity of the w ork, authority lo make recommendations and commitments, 
consequence o f  error, purpose and nature of person to person w ork contacts and relationships, minimum 
qualifications, and required knowledge, skills, and ability to successfully perform duties indicates that the 
range falls between the comparable job classes assigned to ranges 22 and 24, Revenue Appeals Officer II 
is assigned to salary range 23 and is appropriately placed in the P73XX occupational family.

'Hie Revenue Appeals Officer Supervisor is a working supervisor. This position works on the most 
complex tax appeals eases and has a primary responsibility for ensuring taxpayer appeals ftom the actions 
taken by all (formally) Revenue Auditors assigned to all tax types are appropriately and successfully 
handled. The incumbent has a broad scope of tesponsibility encompassing the planning and supervision 
o f  the Appeals unit, and the assignment o f  the most complex cases ’Hie nature and complexity o f  the 
work, nature and scope o f  recommendations, commitments and consequence of error, purpose and nature 
o f  pet son to person contact, and minimum qualifications indicate the Revenue Appeals Office! Supervisor 
is appropriately assigned to salary range 24 and is appropriately placed in the P73XX occupational 
lamih
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The Revenue Auditor Scries was abolished and three new auditor series were established lo better reflect 
the unique work performed by each auditor group. In an effort to address recruitment concerns, all three 
were established as flexibly staffed. An additional request submitted by the departments was to create 
‘'specialist” expert level, non-supervisor)'job classes. This request was granted after review and close 
examination o f  the body o f  work that would be assigned to these positions, and a specialist position was 
created for ‘he oil and gas production and corporate income tax types. In addition to these changes, the 
supervisory series was edited and a newly established Chief of Revenue Operations replaced the Revenue 
Audit Supervisor 111 job class. Finally, it was determined that staff performing appeals work were not 
appropriately allocated as auditors. After a review of existing job classes, it was determined that a new 
series was needed lo better reflect the body o f  work performed by appeals staff. The following lists the 
results of the study:

C u rren t:
• Revenue Auditor I-V SR 14,16,18,20,22 abolished
• Revenue Audit Supervisor III SR 24 abolished

Remain:
• Revenue Audit Supervisor 1-11 SR 22, 23 

Newly e s t a b l i s h e d :

• Tax Auditor 1-1V (flexibly staffed I-III); SR 14. 16. 18. 20
• Oil and Gas Revenue Auditor 1-1V (flexibly staffed I-III): SR 16,18,20,22
• Corporate Income Tax Auditor J-IV (flexibly staffed l-III); SR 16,18.20,22
• Oil and Gas Revenue Specialist SR 23
• Corporate Income Tax Specialist SR 23
• Chief o f  Revenue Operations SR 24
• Revenue Appeals Officer l-II SR 21,23
• Revenue Appeals Supers isor SR 24

The majority o f  auditor positions included in this study meet the Fair Labor Standards Act (FLSA)
professional criteria for overtime exemption. Under current FLSA rules, an employee meets the 
professional criteria for exemption if lie she:
• receives a weekly salary of more than $455
• performs work requiring advanced knowledge in a field of science or learning and is defined as work

that is permanently intellectual
• includes work requiring the consistent exercise of discretion and judgment with respect to matters o f 

significance.

All auditors meet the first two criteria. 1 lowever, only the journey and advanced level auditors perform 
work requiring the consistent exercise of discretion and judgment with respect lo matters of significance. 
At the entry < I) and developmental (II) levels, auditors are trained to ultimately perform at the fully 
proficient level. At the training and developmental levels performance is closely supervised, work is 
consistently reviewed, and the level of independence, decision-making authority, judgment, and 
discretion allowed is restricted. At the journey level, judgment and discretion, w ith respect to matters of 
significance, is expected and required from the auditors thereby meeting all three professional exemption 
criteria. In addition, incumbents serving a» Appeals Officers and Specialists meet all professional criteria 
for overtime exemption. Supervisory positions meet both the professional and executive criteria for 
exemption

Study implementation date is August I, 2t)t)5
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Purpose
This report is intended to present salaries for positions in the private and government 
sectors which are com parable  to the State 's  Oil and Gas Revenue Auditor 111 and 
Corporate Income Tax A uditor III Positions.

Findings
T he pay range for the S ta te 's  Auditor III positions is on the low end o f  the pay  range for 
roughly  sim ilar jobs. The pay  range for similar jo b s  is $56,000 to $120,000. w hile  the 
pay range for Auditor 111 jo b s  is $53,000 to $75,000.

C om parable  private jo b s  pay between $60,000 and $120,000 after adjusting for the cost 
o f  living differential. C om parable  Federal jo b s  pay between $93,000 and $121,000. 
including the Federal CO LA . The fact that the CO LA is tax free m eans that those 
num bers understate the  attractiveness o f  the Federal pay scale. Com parable  state and 
local governm ent jo b s  in the Low er 4$ pay  between $56,000 and $105,000. after 
adjusting for the cost o f  living differential. Internet salary wizards suggest a range 
between $61,000 and $75 ,000  for accountants in Anchorage.

Jobs which give com parable  pay involve less responsibility and typically require less 
experience, while jobs  which require com parable knowledge and responsibility offer 
h igher pay. often require m ore training and experience, and often involve managem ent or 
corporate officer responsibilities.

T he chart below show s the pay ranges for the several categories o f  salary information. 
The starting pay for the  A udito r  III position is the lowest pay for any o f  the comparable 
positions found. The top pay for the Auditor 111 m atches the upper end suggested by the 
internet salary wizards for s im ple  accountants (title "A ccoun tan t  111") in Anchorage.
The Private and State & Local pay  ranges start nearly 10% higher than our Auditor 111 
pay range, and go far higher. The Federal pay range starts $16,000 above the low end o f  
the A uditor III range, which is $8,000 above the high end. and tops out at $107,000. more 
than 40%  above the high end o f  the Auditor III pay range.
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The Requirements of the State Auditor Positions
T he  positions Oil and Gas R evenue A uditor III and Corporate Incom e Tax Auditor III 
require people with significant skills and large know ledge sets. The auditors m ust be 
able to independently audit the tax returns o f  a com pany  which is reporting incom e from 
operations o f  a num ber o f  business units in a num ber o f  countries, which potentially  use 
different accounting system s and operate under different laws. Their  work can 
significantly affect the S tate’s levenues and is likely to result in legal appeals. The 
auditors m ay have to provide expert testimony to courts or the legislature, and provide 
tax consultation lo governm ent and private parties. This dem ands several years  o f  
appropriate  experience, and appropriate credentials.

The minimum requirem ents for the positions are a Bachelor’s degree in Accounting, 
Finance or Business with at least 18 sem ester hours in accounting and either successful 
completion o f  the  Auditor II flexible training plan criteria or one  year experience as an 
Auditor II. The total experience requirement is three years o f  applicable, professional 
experience. A CPA license m ay substitute for the education, but not for the experience.

The Nature of the Comparison
Since the purpose o f  this report is to determine an appropriate level o f  com pensation for 
these auditor positions, it seems reasonable to look at the resources which a prospective 
applicant might consult to determine his target salary, and his o ther opportunities. These 
include "sa la ry  w iz a rd s"  at various internet bulletin boards: private, state and federal jo b  
postings: and news articles which address the issue.

Private Sector Comparisons
State auditor jobs  seem to involve an unusual level o fco m p lcx iK  lor non-m anagem ent 
positions. Many private jobs  whose description indicated a com parable  level o f  
com plexity  involved either m anagerial or corporate officer responsibilities. A further 
difficulty in finding salaries for comparable private sector positions is that most 
companies do not provide details about salary in their jo b  postings, o ther than to boast o f  
"com peti tive  salaries and benefits .”

30 January 2006 2 o f  10
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Salaries for Outside jo b s  were adjusted using cost-of-living information found on the 
Internet. Even after adjusting for the h igher-than-Anchorage cost o f  living in N ew  York 
and California 's  Bay Area, comparable jo b s  in those places pay m ore  than the Auditor 111 
range. For example, a Senior M anager in Oakland, CA is being offered, after adjusting 
downward by  23% . a salary o f  $77,000 to $100,000. A Tax m anager in M idtown New 
Y o rk  is being offered, after adjusting dow nw ard by 12%, $79 ,000  to $97,000. The State 
o f  Alaska is offering its A uditor Ills $53,000 to $75,000.
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Selected Pr iva te  Sector Auditor/Accountant Salaries
•Job T itle L oca tion E d u c a tio n C P A ? E x p e r ie n c e S a la r y 1
Audit/Tax
professional*

N ew  Jersey BS
Accounting

Preferred 2 to 10+ $ 6 0 -
$120

Auditor-2 New  Jersey BS
Accounting

N o 3 m inim um $72 +

A u d i to r N ew  Jersey BS
Accounting

M B A /
CPA
preferred

3 to 6 years 
audit
experience

$ 7 2 -
$96

Tax A n a ly se N ew  Jersey BS
Accounting

N o 1 to 3 years 
private tax 
accounting

$ 7 2 -
$7$

Audit Manager* N ew  Jersey BS
Accounting

Required 3+ years 
with CPA

$ 9 0 -  
$114

Senior Tax 
M a n a g e r

Param us, NJ BS
Accounting. 
MS preferred

Required 7+ years $137

Tax M anager- 
Public'1

M idtown
NY

Not listed Not listed 7+ years, 
international 
experience 
preferred

S 7 9 -
$97

Tax Manager- 
Public5

Oakland,
CA

BS o r  higher Not listed 3+ years U p to 
$58

Senior Manager" Oakland,
CA

Not listed Required 6+ years
significant
and
irogressivc

experience

$ 7 7 -
$100

1 S a la ry  m S I ,m i l l s

2 1 m m  N a u t i lu s  G u m p .  I i t t n " w w w  n a u t ic i is t t i in ip  c n m 'c a i w  jo b s  h lm l. S a b in e s  h a v e  b e e n  m u l tip l ie d  h v  1 .2  lo u d itiM  fu r  AliisJ.ii'>, 
h ig h e r  c o s t o f  liv in g

3 F ru m  R u b e n  H alf  A .s .s o c u tr . .  I il ln  w w w  ro b r r th n l l l in u n c c  c o m . J o b  O rd e r  N u m b e r . 2 7 2 - , )2U 5‘>03. re t r ie v e d  2(> J u n u a rv  (it. S a la ry  
m u ltip l ie d  b y  I I to  iid iu s t fu r A la s k a 's  h ig h e r  c o s t oF liv in g

•I 1 ru m  R ub iT l l l i i l f  A s s iv ia te s ,  I tltp  / 'w w w  rn b e r t l ia l i r in a n c c  y p p i. J o b  O rd e r  N u m b e r . 2 ,'4 - ')3 ( l3 3 2 5 . r e t r ie v e d  2(. J a iiu a r s  ll(> S n l.irv  
n m llip l ie d  b y  0 .8 8  to  a d ju s t  lo r  A la s k a 's  c o s t  o f  l iv in g  N o te :  C o s t o f  liv in g  c a lc u la te d  usittp, f l u e n t s ,  N V . N V . If  th e  in c u m b e n t ch o se  
to  l iv e  in  N e w  J e r s e y  a n d  c o m m u te , th e  m u ll ip l ie t  w o u ld  lin v e  h e n i  1 1 to  1 2

3 1 tu rn  K o h c n  II .il l A s s o c ia te s .  I it ln  w w w  ro b e r th a lf f in a n c e  c o m . J o b  O ld e r  N u m b e r  2 2 l - l l i u i i l 2 .  re t r ie v e d  2 << J a m ia rv  lib  S n la rv  
m u ltip l ie d  by 0  7 7  in  a d ju s t fu r A la s k a 's  c o s t o l  l iv in g  N o te :  C o s t  o l  l iv in g  c a lc u la te d  u s in g  C l.ik l.m J . C u  If  th e  in c u m b e n t c h o s e  in  
liv e  in  C a s t io  V a lie v .  C A . th e  m u l t ip l ie r  w o u ld  h a v e  b c u i  0 .8 0

<> h u m  R o b e r t H a lf  A ss o c ia te s , b l ip  "w  w .v  to b c r lh a l f l ln a n r e  ro r n .  J o b  ( n d e r  N u m b e r  f» 3 4 -ItlT l« < |. r e t r i e s n l  2(> h im in rs  to , S o la rs  
m u ltip l ie d  b y  0 .7 7  lo  a d ju s t  lo t  A la s k a 's  c o s t o f  l iv in g  N o t e : C o s t  o l  liv in g  t a b  u la te d  u s in g  ( b ik lan d . t  a  II th e  in c ti in b e n i c h o s e  to  
l iv e  m  C aM in  V a lie v , C  A . th e  m u l t ip l ie r  w o u ld  b a s e  b e e n  0  fill
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Com parable  Salaries for State o f  Alaska
Auditor 111 positions

Federal Sector Comparisons
It is difficult to com pare private sector positions to governm ent positions, even when 
their responsibilities are apparently similar. It is also difficult to com pare  positions in the 
lower 48 with positions in Alaska, because o f  the very  different am enities  and living 
conditions. These difficulties d o n ’t apply to Federal positions in Alaska: they are in 
government service, they do very similar jobs, and they live in the sam e  com m unities  as 
the Stale workers. This m akes them the ideal comparison for State employees.

The IRS has m any jobs  which seem roughly com parable  to A laska’s A uditor Ills, though 
none seem to require the familiarity with m ultiple ju risd ic tions which is required o f  our 
Auditor Ills. All o f  the IR S 's  somewhat comparable positions are titled " in te rna l  
Revenue A g e n t ."  and the non-supervisory positions range from GS-05 to G S -1 1, with 
base salaries in the lower 48 ranging from 525,000 to S60,000. The IRS uses G S-13 
level employees to perform comparable audits. The base pay o f  the G S -13 pay  range is 
$66,000 to $86,000. The Selected Federal Auditor/Accountant Salaries table, below, 
shows two G S-13 positions which have levels o f  responsibility and know ledge 
requirem ents comparable to the A uditor III positions.

In Alaska, these positions would receive an additional (above the base pay) 25%  cost o f  
living allowance (COLA), which is tax free. The Federal Government apparently  
believes that they need to offer this CO LA  to attract and retain good em ployees in 
Alaska. Because this COLA is tax five, it is not straightforward to com pare  it to a state 
salary. For tin employee in the 28%  tax bracket, the 25 %  lax free CO LA  is equivalent to 
a 34%  taxable COLA, ignoring any possible change in tax bracket resulting from the 
increase. Therefore, the Federal salaries reported below are probably  far m ore  attractive 
than the num bers would imply.

The 2003 U.S. Office o f  Personnel M anagement (OPM ) report1 on COLA in Alaska 
shows that according to their method, in 2003. the cost o f  living in Anchorage, AK was 
12.63% higher than in W ashington. D.C. As a result, the published policy  is to gradually 
reduce the Federal COLA to 18%, An 18% lax free Federal CO LA  would be roughly 
equivalent to a  25%  taxable COLA for an employee in the 28%  tax bracket, again 
ignoring any possible change in tax bracket resulting from the increase. Thus, the 
eventual Federal C O LA  will be  roughly equivalent to a 25%  higher salary for Alaskan 
workers.

Interestingly, the Internet salary calculator* show s that the cost o f  living in Anchorage.
AK is 79%  of that in W ashington. D.C I lie difference between the O P M  COLA and the 
salary w izard num ber is that the Federal num ber assum es that the em ployees will live in 
Virginia or M aryland rather than in D.C. For example, the salary wizard show s that an

1 2003 N onforc iyn  Aiea C‘osi-ol-1 iv iny A llo w an ce  S u rv ey  Report: A laska  ami W ash ing to n  D.C A teas;  
N otice  I eileial Reyisle t .  Vol. ti(h No. •)'> ! inlay, M arch  12, 201M, pp 12002-120-IK.
’ See the "Methods** section, at the end of this report.
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employee who lived in Fredricksburg, VA. would face a 12% higher cost o f  living in 
Anchorage.

In a 1999 study3 for the OPM . Joel Popkin and C om pany considered the m ethods used lo 
compute the Federal COLA. Their  conclusion was that the current method 
underestimates the actual cost o f  living differential between W ashington. D.C. and 
Alaska. An example they give o f  this is that the amount o f  heating oil in the 
"consum ption  basket”  is the amount appropriate for W ashington, which drastically 
understates the importance o f  the difference in the amount spent on heating oil. The 
report also m entions non-price factors not included in the current methodology, such as 
the need for air travel, quality o f  schools and climate. Every refinement they propose 
would have  the effect o f  increasing the COLA. It seems probable, therefore, that the 
proposed future Federal COLA o f  18% m ay  underestimate the actual additional pay 
necessary to com pensate for the cost o f  living differential.

The Federal salary range for the G S -1 1 positions, the responsibilities o f  which arc 
slightly less dem anding than those o f  our  Auditor Ills, is $65,000 to $92,000 after adding 
the current, tax free COLA. The experience requirements arc quite  similar to those o f  the 
S ta te’s Auditor III positions, though the education iequircm ents are slightly m ore 
exacting, requiring 30 rather than 18 sem ester hours o f  accounting. The Federal salary 
range for the G S-13 positions, comparable to our Auditor III positions, is $83,000 to 
$107,000. after adding the current, tax free CO LA. Our Auditor Ills receive $53,000 to 
$75,000.

' Non-l oreign Area CoM-nt-l ivmp Allowances: Final Report: A summary ofSIIWti Kcscaicli lasks Joel 
I’npkin and Company, l (w f), ulricval from luir>:/'www.opm.yo\ ocafcola'tcscarth asp, 1U January 20(l(>.
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Three representative positions arc reported below.

Selected Federal Auditor/Accountant Salaries
J o b  T itle L oca tion E d u c a tio n C P A ? E x p e r ie n c e S a la r y 1
Internal R evenue 
Agent. Dank 
Secrecy Act 
Examiner. GS-5 to 
G S-092

Central U.S. BS
Accounting, 
30 credits 
accounting 
m inimum

M ay
substitute 
CPA for 
education.

Experience
may
substitute 
for up to 2 
years o f  
college.

S31 -
$63

Internal R evenue 
Agent, Bank 
Secrecy Act 
Examiner. G S -1 1'

Central U.S. BS
Accounting, 
30 credits 
accounting 
minimum

M ay
substitute 
CPA for 
education.

3 years o f  
PH.D. 
studies or 
1 +  years o f  
experience 
at next 
lower level4.

$ 5 8 -
$75

Internal Revenue 
Agent. G S -1 11

Central U.S. BS
Accounting, 
30 credits 
accounting

M ay
substitute 
CPA for 
education.

3 years o f  
PH.D. 
studies or 
1 +  years o f  
experience 
at next 
lower lev el4.

$58 -  
$75

Internal Revenue 
Agent. G S-135

Hypothetical Unknow n
BS
Accounting, 
30 credits 
accounting.

M ay
substitute 
CPA for 
education.

1 year+
specialized
experience".

$ 8 3 -
S107

Forensic Auditor. 
G S -I2 /1 3 7

Atlanta. GA BS
Accounting 
or related, 
with 24 
credits 
accounting.

M ay
substitute 
for degree.

1 year-r
specialized
experience1’.

$69 - 
SI 07

1 S a la ry  in  S 1 ,(!(Os O u ts id e  M ia m i-  haw * I te m  m u l t ip l ie d  h v  1 .25 . tin- um m iiil id  Ilic Ic d c n il t ' f  >1.A lo r  c in p ln v d c v  ill A lask u

2 t i n s  p o s i t io n  l ia s  f r s p i in s i l i i l i i i t s i i i i n p a r a b l f  In  il ic  S l id e 's  A u d ito r  1 m  II 1 i\I<t .iI jo b  ( Ic s c n p lio iis  r e t r i e v a l  I to iti 
l i l lp  W www u s n ir b s  m w i f o v .  I d  J a u u .u s  0 0

? T ills  p o s i lm n  li is  r r s p o n M l 'i l i l io s  so iiii-w lia l lo ss  I lian  th o s e  o f  tltc M a le 's  A u d ilo t  III A lth o u g h  th e  r c q u i r e iu a i l s  a r c  lu u i id ly  M im l.it, 
th e  O S - 11 A g e n t d o c s  n o l ta k e  th e  lend  in  in d e p e n d e n tly  a u d i t in g  ll iu ll i-n a t io n a l c o in |U i iic s  1 ix le ia l jo l i i l c s . r i p l i o n s  re t r ie v e d  lim n  
l l t l p ■//»'#■»- u s iiin h s  o w n  e o v  . I ll  J a n u a ry  0 0

•1 T h e  n e x t lo w er le v e l  lo r  Ilic O S - 1 1 p o s i t io n s  is  O S  0 0 .  w h ic h  r e q u i te s  tw o  y e a rs  o f  p ro g re s s iv e ly  te v p o n s ih le  e x p e r ie n c e  (O S-liV  0 7 1, 
lo r  a  lo la l  o l  .1 ve ir>

5 th i s  p o s it io n  hi s le s p o n s ih ih l ie s  i lu c c i ly  e o m p a ia ld e  lo  th e  S ta le  *. A u d ito r  111 I n h u m a t io n  re t r ie v e d  fro m  
h tln  r/io b s  i ts  fiw o n n  ate in iS r .h tm l o n  27 Ju m i.itv 200o
o  T lic  n e x t lo w e i le v e l In i th e  C iS-lH  is O S -1 2 , w h ic h  te q u ir e s  lo u r  y e a rs  o l p ro g re s s iv e ly  r e s |m n s ih lc  experience ( liS - r iS  0 7 i i u |  1 1, |o i  
a lo l.il o f  S xe.us
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Salary Wizard Results
Potential applicants for State jo b s  arc likely to use one o f  the salary wizards available on 
the Internet to evaluate salary offers. 1 have therefore consulted several o f  these to 
determine what our potential applicants might see.

Y ahoo! 's  hotjobs site has a salary wizard which reports that an Accountant 111 in 
A nchorage should expect a median salary o f  $67,000, with two-thirds o f  them receiving 
between $61,000 and $75,000. The Stale o f  A laska 's  A uditor Ills currently earn a salary 
range o f  $53,000 to $75,000.

Kforcc Professional S taffing 's  salary wizard reports essentially the sam e num bers for an 
Accountant 111 in Anchorage.

Business Finance M agaz ine 's  salary wizard reports that median compensation for a 
Senior Accountant with 3+ years o f  experience in the Western U.S. (including Alaska) 
will be $55,000. If  that median salary is multiplied by  1.25, as an applicant might choose 
to do to allow for A laska 's  higher costs, he would expect a m edian salary o f  $69,000 in 
Alaska. The State oi A laska 's  Auditor Ills currently earn a salary range o f  $53,000 to 
$75,000.

The Creative Financial Staffing salary wizard reports that accountants working in 
A laska 's  Rail Belt earn an average salary o f  $49,000. However, the average accountant's  
jo b  is less dem anding and less responsible than the average A udito r  I l l 's  job. An 
accountant w ill typically be working with, at most, the  Federal Incom e Tax code and the 
Alaska Corporate Incom e Tax code, while the S ta te 's  Auditor Ills must work with the 
Federal code, and with the income tax codes o f  Alaska and an arbitrary num ber o f  other 
stales and foreign countries.

State and Local Sector Comparisons
Sev eral state and local government jobs  outside Alaska show a wide range o f  
requirements and salaries. The lowest-paying is an Auditor 3 in I ouisiana. which seems 
to be a less demanding, less complicated position than A laska 's  Auditor III positions.
'I he highest paying is a Revenue Tax Specialist in Alabama, which requires incumbents 
to have an MS in Tax Accounting, or an MS in Tax Laws, and to spend 20%  o f  their 
work time in continuing education. The salary range for positions whose responsibilities 
are comparable to A uditor 111 is $56,000 to $105,000. alter adjusting to Alaska’s cost o f  
liv ing. The State o f  A laska’s Auditor Ills currently earn a salary range o f  $53,000 to 
$75,000. Salaries for Outside jobs  were adjusted using eost-of-liv ing information found 
on the Internet.

Alaska Department o f  Revenue C om parable  Salaries for State o f  Alaska
Tax Division. Nels Tom linson Auditor III positions
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Selected State and Local Sector Auc itor/Accounfant Salaries
J o b  T itle L o c a t io n E d u c a tio n C P A ? E x p er ien ce S a la r y 1
Internal A u d i to r Oregon BS

Accounting
In
progress

N one Up to 
$86

Auditor 3J Louisiana BS
Accounting

No 2 + $46 +

Foreign Audit 
Specialist4

Alabam a BS
Accounting

No H- $56 - 
$86

R evenue Tax 
Specialist4

A labam a MS
Accounting

No N one $69 - 
$105

I S a la ry  in  S 1,0 0 0 s . S a la r ie s  a d ju s te d  lo r  c o s t o f  l iv in g  d if fe re n tia l .

2  F o u n d  a t h ttrv V w w w  . io b s in th e n io n e v .c o m 'o b 'e u c s lA 'ic w io h  cfin '.’J o h s I O - 2 2 0 4 7 3  S a la r y  m u l tip l ie d  In  U K  to u d tu s l  fu r  en s t o f
living.
3 F o u n d  a t b t tn i/A v w w .c iv ib ic rv ie c .lo u i.s in i ia .e o v /E x iitn in in o 'Jn b F lic rs /P r in ta h le F I ic n i/a c c o u n iin u .d o c  S a la ry  m u l tip l ie d  liv  1 .<15 to  
a d ju s t  fo r  c o s t o f  liv in g . T h e  re s p o n s ib i l i t ie s  o f  th is  p o s it io n  a re  c o m p a ra b le  to  A la s k a 's  A u d ito r  1 o r  A u d ito r  11

■i F ro m  S ta te  o f  A la b a m a  P e rs o n n e l D e p a r tm e n t. S a la ry  m u l tip l ie d  bv  1 .4 1 to  a d ju s t  lo r  c o s t  o f  l iv in g .

Relevant News A rtic les
The U.S. Departm ent o f  Labor’s Occupational Outlook H andbook reports that 
em ploym ent for accountants will grow faster than average well into the next decade.

1 he Wall Street Journal, in 200*4, listed Forensic Accountants  as one  o f te n  bright spots in 
the em ploym ent picture.'’ A lso  in 2004, the Wall Street Journal reported that the 
Sarbancs-O xley  act had greatly  increased the dem and for experienced accountants. The 
Houston Chronicle  reported in 2004 that Prieew atershouseCoopers had to " im p o r t”  
accountants from Canada to meet the d e m a n d /’ In 2005, the Wall Street Journal reported 
that accounting firms are scram bling to find experienced CPAs, as demand for 
accountants outstrips supply. The Epoch Times reported in 2005 that a shortage o f  
accountants in the Li.S. is sharply driving up salaries.' '

Methods
To adjust Outside salaries to A laska 's  cost o f  li\ ing, I used a salary calculator on the 
Internet, typical o f  the resource which a jo b  candidate might use to m ake such 
comparisons. The calculator w as found at

11 Wall Street Journal Article. Icn Bright Spots in a Jobless Recovery,”  iclrieved from 
l)ttD.7/collci,c.wsi.cpnVcarecrpnths^indcarccrp;itlP2f)04033()*ncuhome.luinl on 13 January 200<>.

Wall Sticcl Journal Article, "Toughet Regulations Create New Accounting Opportunities.”  iclrieved 
from litlp:7www earcerioumal.com s.darvhirintFindustrit-. accotiniing 20(141201 •buss.himl on 13 Junuarv 
2006,
’ Houston Chronicle, 11 December 2004, "Accountants Can't Keep Up With Numbers," retrieved from 
http:.//vvvvw.clirf»n.conVdisp./siorv.inpl'business./2tJ426fi0.litnil on 13 January 2000.

Wall Street Journal Article. "Accounting f  irms Scramble to Find Experienced CI’As." retrieved from 
linn;//wtvw.earecnoumal.cnm salarvliirim! 'induslries/iicciumline72005()322-mceee litml on 13 January 
2000 .

* I lie Fpoelt I imes. IS July 2005. U.S. Accountant Shortage Drives Salaries up Sharply," iclrieved from 
http://cm»lish epoclnimes com news'5-7-18/30411 litml on 13 January' 2000.
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Alaska Department o f  Revenue
Tax Division, Nels Tomlinson

Com parable  Salaries for State o f  Alaska
Auditor III positions

htlp :/A vw w .iohsinthcinonev.com /com m on/salarvtahles.cfm ?link=httn:/A vw w .hom efair.co
m /calc/salcalc.h tm l.

This report considers only base pay, since useful information on bonuses and fringe 
benefits seems to be unobtainable.

Private industry positions often add bonuses to base pay, and those bonuses are often a 
substantial fraction o f  the total compensation. Therefore, a com parison based only  on 
base pay might understate the attractiveness o f  private sector salaries.

Most large private employers have benefit packages which are nearly as com plete  as the 
State o f  Alaska 's . They typically include medical benefits  and contribution m atching  for 
401k plans, but m ay not include dental and vision coverage, and m ay  require that the 
employee pay a higher portion o f  the cost. A com parison which excludes benefits might 
overstate the attractiveness o f  private sector jobs.

Federal positions have a benefit package roughly comparable to the Stale o f  A laska’s. 
Federal pay presented here  includes a 25%  tax free C O L A , which is worth significantly 
m ore  than a 25%  taxable CO LA, as d iscussed above in the section on Federal positions.

30 January 2006 l Ool ' I O
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DEPA RTMENT OF REVENUE
OFFICE OF THE COMMISSIONER

FRANK H. MURKOWSKI, GOVERNOR

P.O.BOX 110400 
JUNEAU, ALASKA 39811-0400 
TELEPHONE. (907) 465-2300 
FACSIMILE: (907) 465-2389

March 1, 2006 

Janet Seitz.
Office o f  Representative N o rm an  Rokeberg  
State Capitol 
Juneau, Alaska 99S0!

D ear Ms. Seitz,

At the February 2S1'1 H ouse  State Affairs Com mittee m eeting , a question was asked about 
a m em ber o f  the Alaska Retirem ent M anagem ent Board con tinu ing  service on that board 
i f  his position was changed from classified to exempt. It should  be clear that I1B 4S5 will 
not m ake any  currently  filled position exempt, however, it is conceivable  that the person 
in cjttestion m ay apply for and accept an exempt position created by  HB 485.

I have quoted the pail o f  SB 141 which sets out the qualif ica tions  for service on the A RM  
Board below , T he individual in question was appointed to the board under subparagraph
(C) below which 1 have put in bold and italics. T he requ irem ent for that seat is that the 
person be a m em b er  o f  the FERS system, a vested m em b er  o f  the PE R S system remains a 
m em b er  regardless o f  a change  in em ploym ent status. T herefore  service on the A R M  
Board by this individual w ould  not be affected by  passage o f  HB 485.

"(b) The Alaska Retirement Management Beard consists of 
nine trustees, as 
follows:
(1) two members, consisting of the commissioner of 

administration
and the commissioner of revenue;
(2) seven trustees appointed by the governor wno meet tne 

eligibility requirements for an Alaska permanent fund 
dividend and who are professionally
credentialed or have recognised competence in investment 
management, finance, banking, economics, accounting, 
pension administration, or actuarial analysis as follows:
(A) two trustees who are members of the genei-al puolic; the 
trustees appointed under this subparagraph may not hold 
another state office, position, or employment and may not 
be members or beneficiaries of a retirement system managed 
by the board;
(B) one trustee who is employed as a finance officer for a

04-DSUi



political subdivision participating in either the public 
employees' retirement system or the teachers' retirement 
system;
(C) two trustees who are members of the public employees' 
retirement syscem, selected from a list of four nominees 
submitted from among the public employees' retirement 
system bargaining units;
(D) two trustees who are members of the teachers' 
retirement system selected from a list of four nominees 
submitted from among the teachers' retirement system 
bargaining units;
(E) the lists of the nominees shall be submitted to the 
governor under (C) and (D) of this paragraph within the 
time period specified in
regulations adopted under AS 37.10.240(a).
(c) The trustees, other than the two commissioners, shall 

serve for staggered terms of four years and may be 
reappointed to the board."

I trust that the above fully addresses the question. 1 will be available to testify at any time 
on this issue.

Director o f  Administrative Services 
Alaska Department o f  Revenue



LEGAL SERVICES

(907) 465-3367 or 465-2450 
FAX (907) 465-2029 
Mail Stop 3101

DIVISION OF LEGAL AND RESEARCH SERVICES 
LEGISLATIVE AFFAIRS AGENCY 

STATE OF ALASKA State Capitol 
Juneau. Alaska 99801-1182 

Deliveries to: 129 6lh St.. Rm. 329

M  K M O K  A N I) l ! M M atch 2, 2006

S U B J E C T :

T O :

Exem pt service: auditors (MB 485: W ork O rder  No. 24-LS1683\G)

Representative Norman Rokehcrg 
Chair  of I louse Rules Com m ittee  
Attn: .land Seitz

F R O M : Tam ara Brandt C o o n  ,

Director •r > v
(

Janet Seitz has informed me that Michael W illiams is a trustee o f  the Alaska Retirement 
M anagem ent (A RM ) Board and is cm rent In a union m em ber em ployed  as an auditor by 
the Department of Revenue. MB 485 moves som e auditors em ployed  by the Department 
of Revenue into the exem pt service: "corporate income tax forensic auditors who are 
employed by the division in the Department of Revenue principally responsible for the 
collection and enforcement of state taxes and w ho specialize in apportionm ent analysis 
and tax shelters of multistale corpoiate taxpayers." You ask whether Mr. W illiams will 
lose his seat as trustee on the ARM  Board if his position is m oved into the exempt 
service.

With the permission ol Ms. Seitz. I contacted Linda M anns from the Office o f  the 
Governor. Boards and Com m issions section to verify which seat on the A R M  Board Mr. 
Williams has been appointed to fill, l ie  was appointed under the authority ol 
AS 37.10.210(h)(2)(C) which requires the appointment of: "two trustees who are
mem bers ot the public employees’ retirement system, selected from a list ol four 
nominees submitted from among the public em ployees ' le tiiem eni system  bargaining 
units...." Note that a person appointed under this provision must be ( h a  m em ber o f  the 
public em ployees ' letirement system; and (2i nom inated In the public employees ' 
retirement system bargaining units. There is no requirement that the person actually be a 
m em ber ol a bargaining unit at the time o f  nomination or appointm ent, or that the person 
remain a membet ol a bargaining unit. W hile it might be lea so n a b h  urged that this 
person is In implication a representative o f  the bargaining units and. therefore, ought to 
be a m em ber ol a bargaining uiid. it might lust as reasonably be pointed out that the 
bargaining units are not required under the statute to nom inate only m em bers of 
bargaining units and might elect to nominate a person as a representative based on 
qualifications ralliei than bargaining unit m em bership Therefore, assum ing  that Mi 
W illiams is the type o f  specialized auditor th.ii would  be m oved into the exempt service 
undci MB -185. this change in state employment status would not lequirc  his removal 
from the A R M  Board under a literal reading olThe statute.

r m ’.iiw 
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D E P A R T M E N T  O F  A D M IN IS T R A T IO N  

DIVISION OF PERSONNEL

FRANK H. MURKOWSKI, GOVERNOR

P.O BOX 110201 
JUNEAU, AK 99811-0201 
PHONE: (907) 465-4430 
FAX: (907)465-3415

M arch 2, 2006

T he  H onorable Paul Seaton 
C hair  State Affairs C om m ittee  
A laska State Legisla ture  
Juneau, Alaska

RE: HB 4S5. T u rnove r  a** I Retention in all jo b  classes 

D ear Chairm an Seaton,

A s requested during  the February 2S. 2006, hearing on I IB 4S5.1 have enclosed a list o f  jo b  
classes where tu rnover and recruitm ent difficulty is negatively  impacting program delivery. The 
list was originally  put together  in response to a request by Senator D yson 's  office during the last 
legislative session. T he  list i tse lf  w as  generated through a request to the A dm inistrative S en d ee  
D irectors o f  each departm ent in the Executive Branch. Not every  department responded and 
there has been no independent analysis to determ ine what level o f  turnover and recruitment 
d ifficulty actually  exists.

As I m entioned during  the hearing, the Division o f  Personnel is in the process o f  c o n d u c in g  an 
recruitment and retention analysis o f  all our  jo b  classes in preparation for implementing a market 
based pay policy, 1 w ou ld  be happy  to share the results o f  that analysis as it becom es available.

If  you ha\ e any  questions  or concerns about this spreadsheet, please do not hesitate to contact 
me.

Sincerely

M ila Cosgrove 
Director o f  Personnel

cc: Representative Berta G ardner
Michael Tibbies. Deput \ Com m issioner. Dept, o f  Administration



M E M O R A N D U M State of Alaska
Depa r tm en t  o f  Administ ra tion 

Division of Personnel

T o: Senator Dyson D a te :  M arch 23. 2005
Chair
Senate F inance  Subcom m ittee

F ro m : Mila C osgrove I'll one :  465-4429
Director Fax : 465-3415

E m a il :  M ila_Cosgrovc@ adm in.sta te .ak .us

S ub jec t:  Classifications w here turnover & recruitment impact program  delivery

As requested 1 have attached a spreadsheet sum m arizing  som e o f  the  c lassifications w here 
turnover and recruitm ent d ifficulty  arc h av ing  an impact on state agenc ies’ ability to deliver 
program sendees. I thought it would be helpful for you to understand how  the list was generated 
and the limitations on the information.

In answering the question, where is turnover impacting the s la te ’s ability to  de liver  program 
sendees?, it was necessary  to take a s lightly  broader look than ju s t  tu rnover statistics. Turnover, 
in and o f  itself, is not indicative o f  an ag en cy ’s ability to de liver  services. Som e classifications, 
especially those at the  clerical and technical level, often have high turnover. As a general rule, 
replacements arc easily  found and the training tim e is not significant. On the other hand, there 
are some jo b  classifications that have a “ lower turnover rate” but w hen  a h iring m anager tries lo 
fill the position, there are not qualified applicant pools available. Therefore, the ability to 
successfully recruit for positions is a large part o f  answering the question accurately.

The State o f  Alaska m ain ta ins  an on-line recruitment and application system. The system 
gathers data, but does  not produce  reports that can be easily used to an sw er  questions about 
recruitment failure rates. T he  Division o f  Personnel is w ork ing  on answ ering  that question with 
the data available, but it is a m anual process and the data w o n ’t be sum m arized  accurately for 
several weeks. Therefore. I asked the Adm inistrative Service Directors and the Division o f  
Personnel recruitment s ta f f  to provide m e with an anecdotal list o f  jo b  c lasses w here recruitment 
has historically been a problem . I com bined  the anecdotal list o f  jo b  classes w ith turnover 
statistics (for C V 0 4 ) and projected retirement statistics (1 year projection c m  ers FY05. 5 year 
projection covers th rough FY 09) to arrive at the report attached.

In reviewing the inform ation provided by  the departments. I noted som e general trends.

• Several professions are nearing crisis point where a  com bination  o f  high turno\ er and 
difficulty in recruitm ent are currently  com prom ising the s ta te 's  ability  to provide program 
services. These sa m e  classifications have a high num ber o f  projected  retirem ents within the 
one year and five year t im e frames. I hese jo b  classes include: Nurses. Environmental 
Conservation M anagers. Fisheries Biologists. Engineers, Correctional Officers. Adult 
Probation Officers. Juvenile  Probation i h ik e rs .  Supervisory and M anagem en t levels o f  the 
Alaska State T rooper  series. Pharmacists. Electrical Inspectors, and  Equipm ent Operators.

• Many professions pay  a critical role in helping to maintain the infrastructure  o f  state
government, W hile these positions do not p m \ nlc direct p m g ia tn  services to the public, thev

mailto:Mila_Cosgrovc@admin.state.ak.us


do play a critical role in assuring that other s ta f f r a n  provide direct services. These job  
classes include: Analyst/Progrannncrs, Systems Program m ers, Data Com m unication  
Specialists, Data Processing Managers, Accountants, A dm inistra tive M anagers, Program 
Budget Analysts, Auditors and Research Analysts.

• Some job  classes have low turnover rates, but anticipated retirements and historical 
recruitment difficulty indicates that the s ta te’s ability to deliver p rogram  services m ay be 
compromised in the near future. Exam ples o f  these classes include: Fish pathologists, Fish 
Scientists, Librarians, Geologists, Agronom ists, Archaeologists , M icrobiologists , Boiler 
Inspectors, Education Administrators, Revenue A uditors and the State Archivist. Several 
departments did not articulate specific jo b  classes, but noted that h ighly specialize 
professions w ere  difficult to fill when vacancies occurred.

• Although in general we experience a high degree o f  turnover in lower level classes, it was 
noted by two agencies in particular that their inability to retain Adm inistra tive  Clerks II (RS) 
and Administrative C lerks III (RIO) was having an impact on program  delivery. Both 
agencies noted a significant amount o f  supervisory tim e being spent in recruiting and training 
individuals.

Finally, some departm ents offered comm ents on w hy  they believed turnover and recruitment 
difficulties exist in these jo b  classes. The overw helm ing com m ents  w ere  focused on limited 
applicant pools and wages that were noncompetitive with o ther private and public  sector 
employers.

This list is not exhaustive and I anticipate that there will be  jo b  classes added  to this list as w c 
lutve access to hard data from the recruitment system.



Job Class where Recruilment is CY04 Turnover Retirement Eligibility Departments reporting Reason il provided
Difficult a pos % TO ly r 5yr Difficulty

ADMINISTRATIVE INFRASTRUCTURE

Information Technology

Analyst/Programmer III 69 7% 3.6% 12.5% Fish & Game. Labor, 1. Limited applicant pools
Anaiysl/Programmer IV 153 7% 9.0% 28.6% Natural Resources. 2. Wages not competitive
Analvst/Proorammor V 48 10% 13 0% 43.5% Revenue, Administration
Data Communication Specialist 1 5 50% 100,0% 100.0% Environmental
Data Communication Specialist II 6 0% 0.0% 33.0% Conservation
Data Processing Manager 1 18 11% 7.1% 35.7% Transportation
Data Processing Manager II 8 13% 16.7% 0.0%
Data Procession Manager III 14 0% 18.2% 72.7%
Micro/Computer Spec 1 57 12% 2.0% 16.0%
Micro/Computer Spec II 32 16% 7.1% 21.4%
Micro/Computer Tech 1 27 15% NA NA
Micro/Computer Tech II 62 15% NA NA
Systems Programmer 1 1 0% 0.0% 0.0%
Systems Programmer II 33% 50.0% 50.0%
Systems Programmer III 10 10% 25.0% 50.0%
Systems Programmer IV 100% 50.0% 50.0%
Systems Programmer V 1 r)o/ 0.0% 100.0%

Accounting

Accounting Tech I 
Accounting Tech II 
\ccountinq Tech III

22%
9%

11%

NA
NA
NA

NA
NA
NA

Natural Resources Limited Applicant Pools

Accountant II 13 23% 7.1% 7.1% Natural Resources. 1. Limited applicant pools
Accountant III 60 20% 9.6% 34.6% Labor, Environmental 2. Wages not competitive
Accountant IV 35 29% 9.4% 28.1% Conservo'ion. Health 8
Accountant V 11 18% 35 4% 0.0% Social Services

Adm inistrative/Budget

Administrative Clerk II 
Adtninislralive Clerk III

572
572

27%
23%

NA
NA

NA
NA Labor. Health & Social High Turnover

Administrative Manager I 56 16% 5.1';:, 28.0% Services, Environmental Limited applicant pools
Administrative Manager II 44 7% 5.3% 31.6% Conservation
Administrative Manager i'l 21 5% 10 5% 31.6% Transportation
Administrative Manager IV 23 13% 14 3% 33.3%
Drogram Bucget Analyst II O 50% 0.0% 0.0%
Program Budget Analyst lit 12 8% 0.0% 30.0 Vo
Program Budget Analyst IV 9 11% 0.0% 33 0%

Auditors .

■lternal Auditor I 1 0% 0.0% 0.0% Education 1. Limited applicant pools
mternal Auditor II 7 0% 0.0% 20.0% 2 Wages noi competitive
internal Auditor III 14 14% 9.1% 27.3%
internal Auditor IV tf 0% 0.0% 14.3%
internal Auditor V 1 0% 100 0% 100 0%
Revenue Auditor II 1 0% 0.0% 0.0% Natural Resources
Revenue Auditor III 6 17% 25 0% 25.0% Revonuo
Revenue Auditor IV 13 0% 10 0% 30.0%
Revenue Auditor V 16 0% 16 7V, 58.3%

Facilities Manager I 8 13 '; 0.0% 14.3% Aarmr rtraiion 1. Limi'eo applicant poviti i
Facilities Manager II n 0% 50.0% 50.0% 2. Wanes not cgmpetitive I

-'rocufoment Specialist in 20 oce •AJiU 6 3% 12.5% Hennn e, Social Services u.-niteo applicant pools
Procurement Specialist IV 6 23% 0 0% 16.7%

Research Analyst I 11 18% 10.0% 30.0V, Health & Social Services
Research Analyst II 25 '17C', 4.8% 9 5% Transportation
Research A nn 'y jt ill 29 21% 10 5V. 36 8V.
Research Anavst IV • '1 • «. 9V. 40 0% 0 (IV.
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Job Class where Recruitment Is CY04 Turnover Retirement Eligibility Departments reporting Reason if provided
Difficult if  pos % TO 1yr 5yr Difficulty

ADMINISTRATIVE INFRASTRUCTURE

RESOURCES & ENVIRONMENT

Agriculture Inspector 0% 33.3%| 66.7% Natural Resources ILack ot qualified applicants

Agronomist I 0 0% 0.0% 33.0% Natural Resources 1. Limited applicant pools
Agronomist II 4 0% 25.0% 50.0% 2. Wages not competitive
Agronomist III 1 0% 0.0% 100.0%

Archaeologist I 4 25% 0.0% 0.0% Natural Resources Wages not competitive with
Archaeologist II 3 33% 0.0% 0.0% federal government
Archaeologist III 1 0% 0.0% 0.0%

Cartographer I 1 0% 0.0% 0.0% Natural Resources 1. Limited applicant pools
Cartographer II 15 13% 16.7% 41.7% 2. W'aaes not competitive
Cartographer III 5 0% 0.0% 0.0%
Cartographer IV 4 0% 0.0% 75.0%

Chemist II 1 0% 0.0% 0.0% Environmental 1. Limited applicant pools
Chemist III 2 0% 33.3% 33.3% Conservation
Chemist IV 4 0% 0.0% 50.0%
Chemist V 1 053 0.0% 0.0%

Economist I 4 50% 0.0% 0.0% Natural Resources 1. Limited applicant pools
Economist II 0 11% 0.0% 57.1%
Economist ill 7 14% 16.7% 33.3%
Economist IV 3 0% 0.0% 0.0%

Environmental Anaiyst I 4 25% 0.0% 0.0% Transportation 1. Limited applicant pools
Environmental Analyst II 15 13% 0.0% 16.7% 2. Wages not competitive
Environmental Analyst III 20 5% 0.0% 13.3%

Environmental Conservation Mgr I 12 8% 9.1% 27.3% Environmental Limited number ol qualified
Env.rcnmental Conservation Mgr II 9 22% 22.2% 44.4% Conservation applicants
Environmental Conservation Mgr III 10 20% 22.263 22.2%

Environmental Health Officer n r£2 12% in  r.o „ 1 J .0 37.5% Environmei tat 1. Remote location of work
Conservation 2 Wages not competitive

En..rcnmentai Specialist i 
Environmental Specialist II 
Environmental Specialist III 
Environmental Specialist IV

6
34

1C2
46

17%
15%
10%
10%

0.0%
0.0%
8.9%

11.9%

0.0%
7.1%

24.4%
29.6%

Environmental
Conservation

Limited number of qualified 
applicants

Fisheries

Fisn Pathologist I 1 0% 0.0% 0.0% Fish and Game 1 Limited applicant pools
Fisn Fathoiogist II 1 0% 0.0% 0.0% 2 Wages not competitive
Fisn Scientist I C 0% 50.0% 75.0%
Fu.n Scientist It 3 0% 50.0% 50.0%
Fisheries Bioiog st II 127 4% 9.6% 27.9%
Fisneries [hoiop’st til 111 B% . V J

Fisheries Bipipg St IV 26 e% 38 9% 50 0%
Fisheries Genet ost I 1 0% 0.0% 0.0%
F s lic e s  Geneticist II 3 0% □.Oh: 0.0%
Fisheries Geneticist III 1 0° 0 0% 0.0%

Forestry i

Forest Technicians III 58 7% NA NA Natural Resources 1 Limited applicant pools
Forest Technicians l\ 29 7% NA NA 2. Wanes not competitive
Foresters II •» *- 5% 5 0% 20 0%
Foresters III 21 14% 15 8% 52 6n:
F 0'esU2',s IV 0% 33.3% 06.7*. ;



Job Class where Recruitment is CY04 Turnover Retirement Eligibility Departments reporting Reason if provided
Difficult it pos % TO 1yr Syr Difficulty

ADMINISTRATIVE INFRASTRUCTURE

Geologist I 2 0% 0.0% 0.0% Natural Resources 1. Limited applicant pools
Geologist II 17% 0.0% 0.0% 2. Wages not competitive
Geologist III 23 0% 22.2% 22.2%
Geologist IV 20 0% 10.0% 40.0%
Geologist V 2 50% 33.3% 100.0%
Geologist VI 1 0% 0.0% 0.0%

Natural Resource Professions

Natural Resource Manager 1 22 9% 5.6% 50.0% Natural Resources 1. Limited applicant pools
Natural Resource Manager II 23 9% 11.8% 52.9% 2. Wages not competitive
Natural Resource Manager III 10 30% 25.0% 50.0%
Natural Resource Manager IV 6 17% 33.3% 66.7%
Natural Resource Specialist 1 35 17% 15.6% 25.0%
Natural Resource Specialist II 62 8% 18.8% 35.4%
Natural Resource Specialist III 26 8% 9.5% 42.9%
Natural Resource Specialist IV 3 0% 0.0% 100.0%
Natural Resource Specialist V 2 0% 0.0% 0.0%

Recorder I 7 29% NA NA Natural Resources 1. Limited applicant pools
Recorder II 25 4% NA NA

ENGINEERING

|Arch)tect Assistant 11 0% 0.0% 0.0% Education 1 limited applicant pool

Engineers

Engineering Assistant III 125 8% 14.2% 27.4% Transportation 1. Limited applicant pools
Engineer/Architect I 50 16% 5.7% 17.1% 2. Wages not competitive
Engineer/Architect II 38 5% 24.2% 39.4% 3. Extreme difficulty in recruiting
Engineer/Architect III 39 5% 12.1% 30.3% for some engineering specialties
Engineer/Architect IV 27 15% 18.2% 50.0% such as Traffic Engineers
Engineer/Architect V 6 0% 33 3% 33 3%
Technical Engineer/Architect I 29 3% 12.0% 48 0%
Technical Enmneer/Archriect il 14 0% 30.8% 53 8%
Mining Engineer Assocu e 1 0% NA NA Natural Resources
Environmental Engineer I 16 0% 8.3% 8.3% Environmental
Environmental Engineer II 7 0% 0.0% 20.0% Conservation
Environmental Engineering Assoc I 21 0% 23.5% 41.2%
Environmental Engineer Assoc 'I 6 0% 25 0% 50.0%'

PUBLIC SAFETY

Correctional Officer II 639 8% 10.7% 27.0% Corrections 1 Limited applicant pools
Correctional Officer III 119 12% 21.5% 460% 2 Wages not competitive
Coirectional Officer IV 6 17% 50 0% 75.05:
Correctional Superintendent 12 17% 58.3% 83 0%

Probation

Adult Probation Officer II 123 12% 15.1 % a 28 0 % Corrections 1. Limited applicant roots
Adult Probation Officer l.t 36 17% 26.7% 5 0 .0 % 2 Wages not competitive
Adult Probation Officor 1J r* 1 0 0 % 1 0 0 .0 % 1 0 9  0 %

Adulf Probation Officor V 2 5 0 % 0  0% . 5 0 .0 %

Juvenile Probation Olt'cer tl r.« I 0"'. 24 4% 38 0 % Health A Soc at Services
Juvenile Probation Officer it 17 18% 13.3%. 33.0%
Juvenile Probation Officor iV •* 50% 25.0%. 50 0%

3/17/05



Job Class where Recruitment Is CY04 Turnover Retirement Eligibility Departments reporting Reason if provided
Difficult U pos % TO 1 yr 5yr Difficulty

ADMINISTRATIVE INFRASTRUCTURE

Troopers

Major 2 50% 100.0% 100.0% Public Safely
Captain 10 40% 33.3% 55.6%
Lieutenant 24 13% 50.0% 62.5%
Sergeant 58 7% 23.1% 44.2%
Corporal 6 0% 0.0% 0.0%
Trooper 322 6% 4.1% 11.0%

I

HEALTH CARE

Medical Professions

Clinical Pharmacist 2 100% 0.0% 0.0% Health £ Social Services 1. Limited applicant pools
Pharmacist 5 20% 40.0% 40.0% Corrections 2. Wages not competitive
Mental Health Clinician II 9 33% 6.3% 37.5%
Mental Health Clinician III 21 10% 16.7% 50.0%
Mental Health Clinician IV 28 7% 0.0% 33.3%
Psychological Counselor II 7 29% 0.0% 0.0%
Staff physician 3 67% NA NA
Staff Psychiatrist 10 20% NA NA
Veterinary Epidemiologist 2 50% NA NA

M icrobio logy

Microbiologist I 1 0% 0.0% 0.0% DEC 1. Limiied applicant pools
Microbiologist II 4 0% 25.0% 25.0% DFSG 2. Wages not competitive
Microbiologist 111 3 0% 50 0% 50.0%
Public Health Microbiologist I 11 27% 12.5% 12.5% Health £ Social Services
Public Health Microbiologist II 8 13% 0.0% 16.7%
Public Health Microbiologist III 2 100% 65.7% 66.7%

Nursing

Cerlfied Nurses Aide 
Ps/cniatnc Nurse Assistant I 
Psychiatric Nurse Assistant It 
Psychiatric Nurse Assistant III 
Psvchiatnc Nurse Assistant IV

249
17
5

50
13

18%
6%
0%

10%
31%

Health £ Social Services 1 High turnover
2 Limited applicant pools

Licensed Prac! cal Nurse 48 15% 6.1% 26.5%
Nurse I 15 53% 0.0% 0.0% Healin £ Social Services 1 Limited applicant pool
Nurse II 73 1G% G.9% 29.3% Correchons 2 National snorlage
Nurse III 30 20". 19.2% 46.2% 3 Wages not compeliiive with other
Nurse IV 2 0% 0.0% 33 3%, employers
Nurse II (Psych) 44 27% 10.8% 37.8%
Nurse III (Psych) 12 0% 41.7% 50 0%
Nurse IV (Psych) nI 14% 14 3% 28.6%
Nurse Consultant I 12 17% 27 3% 54.5%
Nurse Consulto.it II 16 31%, 7 7% 46.2%
Putl'C Health Nurse I 5 0% 0.0% 0,0%
Public Health Nurse II 41 10%. 5.3%, 23.7%
Pub ic Healin Nurse III 46 11* 23 3%, 45.2%
Pubi>c Health Nurse IV 8 0% 28.6% 42.9%
Public Health Nurse V 5 0%, 50 9% 75 0%,

OTHER PROGRAM AREAS

Attorney I 0 0% 0.0% Law 1 Limitud applicant pom
Attorney II 20 20% 0.0% 0 0% 2 High rase lead
Attorney III 78 14% 1.5% 4 5% 3 Wages not competitive
Attorney IV 185 7% 12.3% 34 8% 4 Difficulty recruiting for rural areas
Atlotney V 73 fl" 19 2% 60 0":
Atiempy,VJ, 18 0’ 6 7% <10 0%



Job Class where Recruitment Is CY04 Turnover Retirement Eligibility Departmen's reporting Reason if provided
Difficult # pos % TO 1yr 5yr Difficulty

ADMINISTRATIVE INFRASTRUCTURE

Boiler Inspector I 4 0% 0.0% 50.0% Labor 1. Limited applicant pools
Boiler Inspector II 1 0% 0.0% o.o”,;,

Education Administrator II 4 0% 0.0% 0.0'% Education 1 Wages not competitive with school 
districts

Education Specialist I 10 10% 0.0% 0.0% Educ tiori 1 Wages not competitive with
Education Specialist II 23 30% 11.1% 22.0% school districts

lEleclrical Inspector | 4| 25%| 66.7%| 66.7%|Labor | l .  Limited applicant pools

| Elevator Inspector 2 0%| 0.0%| 0.0%|Labor | l .  Limited applicant pools I

Equipment Operator Sub Journey I 17 6% 0.0% 0.0% Transportation 1 Limited applicant pools
Equ pment Operator Sub Journey II 14 0% 0.0% 0.0% 2 Contractual limitations on
Equipment Operator Journey I 62 11% 0.0% 5.6% employee movement
Equipment Operator Jcurney II 305 9% 7.9% 22.9%
Equipment Operator Journey Ill/Lead 132 9% 0.0% 23.6%
Equipment Operator Foreman I 2 250% 0.0% 0.0%
Equipment Operator Foreman II 2 0% 33.3% 33.3%

Juvenile Justice Superintendent I 8 0% 25.0% 38.0% Health & Social Services Limited applicant pools in rural
areas

Librarian III 6 17% 60.0% 80.0% Education History of difficulty in recruitment
Librarian IV 1 0% 0.0% 0.0% Large number of pending retirements

Mechanics. Aircraft 8 25% 0.0% 0.0% Transportation 1. Limited applicant pools
Mecharics, Automotive Advanced 119 8% 10 0% 20.0% 2. Wages not competitive

Social Services Associate I 10 30% NA NA Health & ioc ia l Services Limited applicant pools in rural
Social Services Associate II 38 11% NA NA areas

State Archivist 1 0% 0.0% 0.0% Eoucation 1 Lack of quaiif.ea applicants
2 Wages not competitive
3 Inadequate staffing
4 poor buildmo conditions

Vocatiorai Rehab Counselors 1 3 0% 15.8% 31.6% Labor 1. Limited applicant pools
Vocational Rehab Counselors II 20 15% 0.0% 0.0%. 2. Wages not competitive
Vocational Rehab Counselors III 2 0% 0 0% 100 O' .



STATE OF ALASKA 
DEPARTMENT OF ADMINISTRATION 

DIVISION OF PERSONNEL

STANDARD OPERATING PROCEDURE’
THE CLASSIFICATION SYSTEM

A. Purpose

The purpose o f  this SOP is to delineate the primary principles, policy guidelines, and 
the Classification Plan which are the basis for the classification system used for the 
classified and partially exempt (PX) services in the State o f  Alaska.

B. Scope

This SOP will describe general classification principles and factors used in analyzing 
positions and components o f  the classification system in the classified and PX 
services. The Classification Plan is included in Addendum A. Addendum B lists 
commonly used references and resources.

C. Authority

AS 39.25.010 Merit principles, salary plan
AS 39.25.150(1)— Require rules on a classification plan
2 AAC 07.005------Classification Plan
2 AAC 07.010----- Class Specifications
2 AAC 07.015------Class titles

I). Whole Job Classification

A classification plan is an organized arrangement o f  positions designed to facilitate a 
number o f  human resource management functions including recruitment, selection, 
salary administration, transfer and layoff. Positions bearing sufficient similarities are 
grouped together, given a single classification title and treated similarly for these 
purposes. The Slate o f  Alaska has developed a position classification plan in which 
all positions in the classified and partially exempt services are grouped together on 
the basis o f  duties and responsibilities. Comparative anaKsis o f  the “whole jo b ” is the 
method used by the State for position classification am salary setting. The job as a 
whole is evaluated by comparing it against job  class sp> eilications and existing 
positions which illustrate the kind and level o f  work performed In a particular job  
class. The State 's pay plan preparation, maintenance, revision, and administration is 
based upon the position classification plan and reflects the principle of like pay for 
like work |Alaska Statute 39.25.150(2)J. In setting salaries, comparison of the whole 
job  is made to other internal job  classes and or positions outside State government.

K. Components o f  the Classification System

The basic com ponents  o f  the classification system, in order f rom smallest to largest:
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STATE OF A LA S K A
D E P AR TM E N T OF A D M IN IS T R A T IO N

D IV IS IO N  OF P ER SO N N EL

STANDARD OPERATING PROCEDURE"

1. Position -  A group of duties and responsibilities designed to be performed by 
an individual and which is authorized and designated by a position control 
number (PCN).

2. .lob Class -  A group o f  positions sufficiently similar in duties and 
responsibilities, degree o f  supervision exercised or required, and entrance 
requirements that they may be treated the same for purposes o f  recruitment, 
selection, compensation, transfer and layoff. The kind and level o f  work 
assigned to positions in a job  class must be essentially the same.

Example: Administrative Manager 1 (1907)

3. Class Series -  Two or more classes sharing a common title which are similar 
as to type o f  work, but differ as to level o f  difficulty and responsibility.

Example: Administrative Manager I, II, III and IV (1907,1908,1909 and 1910).

4. Job family -  A group o f  classes and class series that arc closely related. 
Typically, initial preparation for employment and subsequent career 
progression arc similar for all job  classes in a family.

Example: General Administrative (P19XX)

5. Occupational Group -  A group o f  related classes, class series, and job families 
that encompass relatively broad occupations, professions, or activities.

Example: Clerical. Fiscal, and Administrative (PIX X X )

The Classification Plan, organized b\ these components, is Addendum A to this 
SOP.
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F. fa c to rs

In order lo assign positions to job  classes, comparisons must be made between the 
position and the teles ant job  class specifications. Also, in setting salary ranges 
for new job  classes, comparisons between classes must be made. The factors 
described below provide a basis for analyzing positions and fur making these 
comparisons.

'Nature" includes the kind o f  work performed as shown by such elements
» .-y L
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STATE OF A L A S K A
D EPAR TM EN T OF A D M IN IS T R A T IO N

D IV IS IO N  OF PER SO N N EL

STANDARD OPERATING PROCEDURE’
applied to a position includes the range of duties and the inherently 
different kinds o f  work included in the position. As applied lo a class, it 
reflects the range o f  kinds o f  work and skills which are included in the 
class. “Complexity” includes the difficulty in identifying what needs to be 
done, and the difficulty and originality involved in performing the work.

Consider the following:

What subject matter, profession, occupation or function is 
involved?

What skills, knowledge and techniques arc applied?

Are the various tasks in the same or related subject matter fields?

Are the various tasks o f  a recurring type or do they present 
nonrepetitive problems?

Are assignments made to the position selected on the basis o f  
difficulty?

Nature o f  supervision received by the incum bent.

Supervision received covers the nuiine and extent o f  deliberate, planned 
supervisory controls exercised ever the incumbent o f the position (or, in 
relation to a class, typically exercised over incumbents in a class of 
positions) which limit the scope o f  work, the independence with which it 
is performed, and the nature and finality o f  decisions. Included are items 
such as the basis for selection o f  work assignments, the nature o f  direct 
instructions or ad\ ice from a supervisor the incumbent receives, and the 
extent and degree to which actions and decisions are limited (by review o f  
all cases, by spot checks, or review of th • program for effectiveness or for 
conformity with policy).

Consider the following:

From whom does the employee receive instructions?

What type o f  instructions are they and how general or detailed?

Is supervision over the position technical, functional, 
administrative?
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S TA TE  O F A L A S K A
D E P A R T M E N T  OF A D M IN IS T R A T IO N

D IV IS IO N  OF P ER SO N N EL

STANDARD OPERATING PROCEDURE1

Is the work product given a technical review or is it reviewed only 
for compliance with administrative matters?

3. Nature o f  available guidelines for.pcrfom iance o f  work.

This factor relates to the extent to which performance o f  the work is 
controlled or influenced by rules, regulations, manuals, procedures, 
prescribed work practices, principles, policies, or other written instruction 
or methods.

Consider the following:

Mow is the employee’s work controlled by manuals, rules, 
regulations, and policies?

Are policies and procedures governing work general or specific?

Mow much initiative or latitude is the employee allowed to plan or 
execute the work?

4. Initiative and originality required.

This factor relates to the degree o f  inventiveness, imagination, and ability 
to innovate or create that is required in the work, the extent to which the 
work requires new approaches or previously unused methods and 
deviations from standard work practices. The resourcefulness or ingenuity 
required to solve new problems or old problems in new ways is the crux o f  
this factor.

Consider the following:

I low much initiative is g i\en  the employee in deciding limv to 
accomplish the assignment?

I low much and what type ol review is given to the work while in 
process?

Is the employee required to de\ iso new methods or procedures?

Does the employee adapt existing methods to lit the assignment?

Does the employee work out solutions to problems for which no 
existing solution exists?
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STANDARD OPERATING PROCEDURE----------------

Does the employee analyze and evaluate the recommendations of 
others in relation to the above?

Purposes and nature o f  person-to-person .work re I ill hi mil lips.

This factor includes what, why, how, and with whom relations are 
maintained with persons not in the supervisory' chain based within or 
outside the agency. The purposes typically include (a) to give or secure 
information, (b) render personal service, (c) perform administrative 
services, (d) explain policies or method, (e) interpret programs, plans or 
individual actions, (f) coordinate and secure cooperation, or (g) resolve 
controversies by means o f  personal contact.

Consider the following:

What contacts does the employee have with others within the 
agency? Outside the agency?

What is the purpose o f  these contacts?

What type o f  subject matter is dealt with?

Is the subject matter simple, complex, broad, narrow, 
controversial?

What conditions make it easy or difficult to accomplish these 
contacts?

During these contacts, does the employee have authority to make 
official commitments?

Nature and .sci>pe.of.reamiinendaLimi.s..decisitMi.s. cmumiimcubL-aiid-
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This reflects the questions, problems, or types o f  eases regarding which 
the employee makes recommendations, decisions, commitments, or 
conclusions which affect operations, plans, programs, methods, or 
policies: and the degree o f  finality in such judgments or actions as 
measured against such criteria as instructions, delegated authority, and 
review by supervisors, or agency policies, rules, regulation:), statutes, or 
precedents.

A No included K the likelihood o f  an error beim 1 made Iw a pnulent
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STANDARD OPERATING PROCEDURE*

7.

employee and the consequence o f  that error to individuals, operations or 
programs.

Consider the following:

What decisions does the employee make which are not reviewed 
by others?

If the employee's decisions are reviewed, what is the type and 
extent o f  this review?

What types o f  problems are these and how important are they?

What is the employee’s responsibility for recommendations on 
agency programs and policy?

I low final are the employee’s decisions and recommendations in 
relation :o the functions o f  the agency?

What w ould be the consequence o f  errors or inadequacies in these 
recommendations and decisions?

Nature and.extenLof supervision exerci-sed.ovcr-llic.wnrk o f  other, 
employees.

"Nature o f  super* ision exercised" includes the kinds o f  supervisory 
responsibilities in areas such as setting policies; establishing objectives; 
planning, organizing and establishing work flow; making assignments and 
reviewing work; selecting, training, and rating performance o f  employees: 
coordinating production: and attending to the personnel and administrative 
functions o f  the organization.
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"Extent" includes the degree o f  independence and responsibility with 
w hich such functions are performed, the scope o f  performance as rellccted 
in the difficulty o f  the work, the s i/e  and complexity o f  the organization, 
the variety o f  functions, etc.

Consider the follow ing:

What is the extent o f  the employee's  formulation o f  policies and 
the scope o f  these policies?
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D IV IS IO N  O F PER SO N N EL

purpose o f  the work supervised and the form and quality o f  the end 
product?

Does the employee plan for an entire organization or plan specific 
techniques for given tasks?

What is the employee’s responsibility for organization o f  work, 
work flow and methods o f  operation? Does the employee 
determine work methods or assure that approved methods are 
used?

What latitude does the employee have in making work 
assignments?

What type o f  review does the employee make o f  the work o f  others 
-  detailed, general, technical, policy, administrative?

What is the extent o f  the employee’s responsibility in selecting, 
promoting, transferring, evaluating and disciplining employees and 
settling grievances?

What general administrative responsibilities does the employee 
have (supplies, equipment, budgeting)?

What is the number and class level o f  subordinates supervised? 
What is the complexity of the organization supervised?

S. tiuaiili c ali u nxi'e q uix a l

"Qualifications required" includes the know ledge, skills, abilities, and 
other requirements for performance o f  the work. The qualifications 
requ ired  should reflect the o th e r  seven factors, as well as in the tasks 
assigned to the position, [further information on writing knowledge, skills 
and abilities (KSAs) requirements is contained in SOP 07-111. J

Consider the follow ing:

What knowledge is required lor reasonable success in the position?

What know ledge is required upon entrv to the job? 

w I, r , ............................ t „ .  m , .  ; ,u  ■,     p . - i  ■ I?
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What skills and what level o f  proficiency are required for the 
position?

Are these skills required at entry or can they be acquired during the 
probationary period?

What kinds o f  machines and equipment arc used?

What general abilities are required for the position?

07 01/00 Classification Page (>7-1-S
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DEPARTMENT OF REVENUE
OFFICE OF THE COMMISSIONER

FRANK H. MURKOWSKI, GOVERNOR

P.O BOX 110400 
JUNEAU, ALASKA 99811-0400 
TELEPHONE: (907) 465-2300 
FACSIMILE: (907) 405-2389

February 15. 2006

The Honorable  Paul Seaton 
Chair State Affairs C om m ittee  
Alaska State Legislature 
Juneau. Alaska

Re: HB 485. STA TE P H A R M A C IS T S /D O C T O R S /A U D IT O R  E X E M PT  

Dear Chairm an Seaton:

House Bill 4X5 was referred to the  House S ta te  Affairs Com m ittee . This bill addresses 
the hiring difficulties that the S tate  o f  Alaska has with two very different professional 
positions. T he  auditors are in the Departm ent o f  Revenue, our inability to attract and 
retain these professionals is having an adverse  effect on ou r  ability to collect State 
revenues and should be a concern to all Alaskans.

Experienced auditors are  utilized to audit corporate incom e taxes o f  multi-national 
companies do ing  business in Alaska. These  audits have  grown m ore complex in recent 
years due to the use o f  off-shore  com panies and tax shelters. Concurrently, the supply o f  
experienced auditors has dw indled because  o f  high dem and, the genesis o f  which was the 
Enron situation and resulting t ightening o f  accounting  rules by the Securities and 
Exchange Com m ission . As a result, m arket salaries o f  accountants and auditors have 
increased trem endously.

Over the last several years, the Tax  Division o f  the D epartm ent o f  Revenue has had a 
dem onstrated failure o f  recruitment efforts, despite  efforts to recruit out o f  State, as well 
as within Alaska. The departm en t’s corporate  incom e tax audit s taff  has been reduced 
from 10 auditors to 2. I his threatens the d epartm en t’s ability to collect corporate income- 
tax revenues.

I he Department o f  R evenue recently conducted a study o f  auditor salaries which showed 
that State salaries for experienced incom e tax auditors are from $40,000 to $68,000 
below com parab le  Federal jobs.

i 4 K ’O* (, j  nr i f ,  *d r



Letter lo Cliuim m n Scuton 
February 15 . 2006 
Page 2

I respectfully request that HB 485 be scheduled for a hearing in the House State Affairs 
Com m ittee  at your earliest convenience.

I f  you need assistance or information, please contact Jerry B um ett  at 465-2302.

Very truly yours,

William A. Corbus 
Com m issioner



Louie Flora

From:
Sen»:
To:
Subject:

Dave Campana [apo lhos@ custom cpu.com ] 
Monday, February 27, 2006 6:05 AM 
Rep. Paul Seaton 
Request support fo r HB485

Dear Representative Seaton:

I request your support for hearing HB485, first thing in your State Affa'.rs hearing on 
2-28-06. I also request your support for this bill which will bring salaries for those 
pharmacists who work for the State up to the market levels.

I have worked for many years at a salary much below the market. Passage of this bill v/ill 
allow the State to recruit new pharmacists to practice at the Pioneer Home and work with 
the Medicaid program.

Thanks for your consideration.

Dave Canpana, R .Ph. 
3260 Legacy Dr. 
Anchorage, AK 59516

9 0 7 -8 6 S -7 5 3 7
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FISCAL NOTE

STATE OF ALASKA
2006 LEGISLATE E SESSION

Revision Dale/Time (Nole if correction): 
TiOe Stale Pharinacist/Doctors/Auditor Exempt

Fiscal Note Number: 

Bill Version.

(H) Publish Date:

Dept. Affected:
' r d u

1
HB 485
3/3/06

Com m erce

Sponsor
Requester

House Rules By Request

Corp. Bus & Prof Licensing (117) 
Component Corp. Bus & Prof Licensing______

State Affairs

E x p e n d itu re s /R e v e n u e s

Component No. 

(Thousands of Dollars)

2360

Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012

Personal Services
Travel
Contractual
Supplies
Equipment
Land & Structures
Grants & Claims
Miscellaneous

TOTAL OPERATING 0.0 0.0 0.0 0.0 0.0 0.0

CAPITAL EXPENDITURES 1

CHANGE IN REVENUES ( ) 0.0 0.0 0.0 0.0 0.0 0.0

FUND SOURCE (Thousands of Do. nrs l
1002 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts
1037 GF/Mental Health
Other 1150 • Receipt Supported Servict-s

TOTAL 0.0 0.0 0.0 0.0 0.0 0.0

0.0E stim a te  o f any c u rre n t yea r (FY2006) c o s t:
M ark th is  box (X) if  fu n d in g  fo r  th is  b ill is  in c lu d e d  in the  G ove rn o r's  FY 2007 b u dg e t p ro p o s a l:

POSITIONS
F jll- tim e
Part-time
Temporary

ANA LY S IS : (Attach a separata pnqv if  no cu scary)

This legislation amends AS 39.25 110(13) to add pharmacists and physicians employed in the departments 
of Health & Social Services or Corrections, among others, to the list of occupations appointed to exempt 
service. II has no .mpact on the operations of the division

L
Prepared by 
Division

Approved by. 
Agency

Kathermo Mason, Adm inistrative M anager Phone 1907)405.2272
Corporations arut Licensing Dale. Time 2/21/06 6.25 PM

W illiam  C. Noll, Com m issioner Dale 2 /2 l,:.’00b
Com m orco. Com m unity and Economic Development

Page 1 ot 1



FISCAL NOTE

STATE OF ALASKA Fiscal Note Number: 3_______

2006 LEGISLATIVE SESSION Bill Version: HB 485

(H) Publish Date: 3/3/06

Revision Date/Time (Note if correction):_____________________ Dept. Affected^__________Corrections
Title “An act relating to Exempt Pharmacists." RDU Inmate Health Care

Component Inmate Health Care
Sponsor Rules Committee
Renuester G overnor___________________________________   Com ponent No. 703

Expenditures/Revenues_________________________________ (Thousands of Dollars)
Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012

Personal Services 
Travel 
Contractual 
Supplies 
Equipment 
Land & Structures 
Grants S Claims 
M iscellaneous

30.7 30.7 30.7 30.7 30.7 30.7

TOTAL O PERATING 30.7 30 ./ 30.7 30.7 30.7 30.7

C APITAL EXPENDITURES___________

CHANGE IN REVENUES ( ) 7

FUND S O U P . C E _______________________ (Thousands of Dollars)
10C2 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts 
1037 GF/Mental Health
O ther (Specify Type-Do not abbreviate)

30.7 30.7 30.7 30.7 30.7 30.7

TO TA L 30.7 30.7 30.7 30.7 30.7 30.7

E stim a te  o f any c u rre n t y e a r (FY200C) cos t: 0 0______
M ark th is  box (X) if  fu n d in g  fo r th is  b ill is in c lud ed  in the G ove rn o r’s FY 2007 budget p ro p o s a l: I

POSITIONS
Full-tnne
Part-time
Temporary

AN ALYSIS: (Attach a separate page il  necessary)
This legislation will change current classified pharmacist positions to exempt service. The Department of 
Corrections continues lo experience difficulties with recruiting and/or maintaining a filled pharmacist position. 
Exempt state pharmacists will allow the Department to be competitive with non-state organizations in the 
luring and retention process.

In a recent market s’.jd y , the Department of health and Social Services found that pharmacists cam 
considerably more in non-state positions, making it nearly impossible to retain pharmacists or locate new 
lures. An informal survey of wages at non-state pharmacies during the summer of 2005 showed wages to 
range from a starting wage of $41 82 to $58.-J5 per hour depending on experience. Tfie current starting wage 
for a classified pharmacist (Range 21) in the South Central Region is S29.C1 per hour._____________________

Prepared by: 
D ivision

Approved by: 
Agency

Sharleen Griffin, Director Phone (907) 465-3339
Adm inistrative Services Dote/Tim e 2/16/06 3:43 PM

Porlia C K Parker. Deputy Commissioner Date 2/10/2006
Departm ent of Corrections
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DATE: 5/5/06

SENATE FINANCE COMMITTEE REPORT

FURTHER:

REPORTED OUT

MAY 0 7 2006
SE‘»A7c FINANCE COMMITTEE

DATE TURNED \ /

IN TO OFFICE: S  \

Finance Committee considered HOUSE BILL NO. 485 am

HB 485 STATE PHARMACISTS/DOCTORS: EXEMPT SERVICE

"An Act amending the State Personnel Act to place in the exempt service pharmacists and physicians 
employed in the Department of Health and Social Services or in the Department of Corrections; and providing 
for an effective date."

[ ] A P P R O P R IA T IO N  - n o  f is c a l no te

SIGNATURES AND RECOMMENDATIONS:
_________ X l

/  /

NEW FISCAL NOTE(S): PREVIOUS FISCAL NOTE(S):

and recommends:

] be replaced with_______ CS

OS Senate Bill:
[ ] Same Title 
[ j New Title

SCS House Bill:
[ ] Same Title 
[ j Technical Title 

Change 
[ ] New Title w/ 

SCR #____

] adopt previous  CS   (_)

] attached amendment(s)

] adopt Letter of Intent b y _________________________ Committee

] further referral to _________________________  Committee

r>e> rL



FISCAL NOTE

REPORTED OUT

MAY 0 7 2006
SENATE FINANCE COMMITTEE

STATE OF ALASKA
2006 LEGISLATIVE SESSION

Revision Date/Time (Note if correction):____________
Title State Pharm acist/Doctors/Auditor Exempt

Fiscal Note Number: 

Bill Version:

(H) Publish Date:

Dept Affected: 
'R D U

1
HB 485
3/3/06

Com m erce

Sponsor
Requester

Corp. Bus & Prof Licensing (117) 
Com ponent Corp. Bus & P rof Licensing______

House Rules By Request
State Affairs

Expenditures/Revenues

Com ponent No. 

(Thousands of Dollars)

2360

Note: Am ounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012

Personal Services
Travel
Contractual
Supplies
Equipment
Land & Structures
Grants & Claims
Miscellaneous

TO TAL OPERATING 0.0 0.0J 0.0 0.0 0.0 0.0

IC A P ITA L EXPENDITURES |

CHANGE IN REVENUES ( ) 0.0 0.0 0.0 0.0 0.0 0.0

FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF
10C5 G F/Program  Receipts
1037 GF/M ental Health
Other 1156 • Receipt Supported Services i

TOTAL 0.0 0.0 0.0 0.0 0.0 0.0 I

00E stim a te  o f any c u rre n t year (FY200G) cos t:
M ark th is  box (X) if  fu n d in g  fo r  th is  b ill is  in c lud ed  in the G o v e rn o r’s FY 2007 b u dg e t p ro p o sa l:

POSITIONS
Full-time
Part-time
Tem porary

A N ALY S IS : (A ttach a r.opnrntr- pnqo  itn rc v s s n ry )

This legislation amends AS 39.25.110(13) to add pharmacists and physicians employed in the departments 
of Health & Social Services or Corrections, among others, to the list of occupations appointed to exempt 
service. It has • io impact on the operations of the division.

Prepared by: Katherine M .im i i i , A iiin in ir 'r .it ivn  Manager________________________  Phone <907)465-2272
Division Corporations and Licerisnn________________________________________ Date/Tim e 2/21/Q6 G 25 PM

Approved by. W illiam C. Noll, Commissioner___________________________________ Date 2/21/200G______
Agency Com m erce. Com m unity and Economic Development_______________

. i i « .  m . . i ,v .  j o m i i i

COMMITTEE COPY
Pago 1 of 1



FISCAL NOTE

REPORTED OUT

MAY 0 7 2006
SENATE FINANCE COMMITTEE

STATE OF ALASKA
2006 LEGISLATIVE SESSION

Revision Date/Time (Note if correction):___________
Title "An act relating to Exempt Pharmacists."

Fiscal Note Number: 

Bill Version:
(H) Publish Date.

Dept. Affected: 
RDU

HB 485

3/3/06

Corrections
Inmato Health Care

Com ponent Inmate Healtn Care
Sponsor
Requester

Rules Committee
Governor

Expenditures/Revenues

_  Component No. 

(Thousands of Dollars)

705

Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012
Personal Services 30.7 30,7 30.7 30.7 30.7 30.7

Travel
Contractual
Supplies
Equipment
Land & Structures
G rants & Claims
M iscellaneous

TO TAL OPERATING 30.7 30.7 30.7 30.7 30.7 30.7

C A P ITA L EXPENDITURES

CHANGE IN REVENUES ( ) j I

FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF 30 7 30.7 30 7 30.7 30.7 30.7

1005 GF/Program Receipts
1037 GF/Mental Health
O ther (Specify Type-Do not aLbreviate)

TO TAL 30.7 30.7 30.7 30.7 30.7 30.7

E stim ate  o f any cu rre n t yea r (FY2006) cos t: 0 0
M ark th is  box (X) if  fu n d in g  fo r  th is  b ill is in c lu d e d  i r  the G ove rn o r's  FY 2007 b u d g e t p ro po sa l:

POSITIONS
Full-time
Part-time
Tem porary

ANA LY SIS : (Attach a separate page it necessary)
This legislation will change current classified pharmacist positions to exempt service. The Department of 
Corrections continues to experience difficulties with recruiting and/or maintaining a filled pharmacist position 
Exempt state pharmacists will allow the Department to be competitive with non-state organizations in the 
hiring and retention process.

In a recent market study, the Department of Health and Social Services found that pharmacists earn 
considerably more in non-state positions, making it nearly impossible tc retain pharmacists or locate? new 
hires. An informal survey o f wages at non-state pharmacies during the summer of 2005 showed wages to 
range from a starting wage of $41.82 lo S58 45 per hour depending or. experience. The cu rren t: arting wage 
for a classified pharmacist (Range 21) in the South Central Region is S29 61 per hour. ____

Prepared by; 
Division

Approved by: 
Agency

Sharleen Griffin. D irector
Adm inistrative Services

Phone (907) 165-3339 
Date/Time 2/16/06 3 -13 PM

Porua C.K Parkor. Dopuly Commissioner Date 2116/2006
Departm ent o f Corrections

(Hacua'j r.Vlu'.OMH)

COM Ml! IT  EE CORY
Page 1 ot 1



FISCAL NOTE

REPORTED OUT

MAY 0 7 2006
SENATE FINANCE COMMITTEE

STATE OF ALASKA
2006 LEGISLATIVE SESSION

R e v is io n  D a le /T im e  (N o te  if  c o rre c tio n ):________
Title State Pharm acists/Doctors/Auditors

Fiscal Note Number: 

Bill Version:

(H) Publish Date:

Dept. Affected: 
'R D U

8

HB 485

4 '12/2006

Health and Social Service
Public Health

Component Epidem iology
Sponsor
Requester

RLS by Request

Expenditures/Revenues
Note: Am ounts do not include inflation unless otherwise noted below

Component No. 

(T h o u s a n d s  o f D o lla rs )

296

OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012
Personal Services 
Travel 
Contractual 
Supplies 
Equipment 
Land & S tructures 
Grants & Claims 
M iscellaneous

0.0 • • • • •

T O TA L OPERATING 0.0 • • • • •

C APITAL EXPENDITURES

CHANGE IN REVENUES (

FUNC SOURCE (Thousands o f Dollars)
1002 Federal Receipts
1003 GF M atch
1004 GF
1005 G F/Program  Receipts 
1037 G F/M ental Health

TOTAL 0.0 * • • • ♦

0.0E stim a te  o f an y  c u rre n t yea r (FY2006) cos t:
M ark th is  bo x  (X) if  fu n d in g  fo r  th is  b ill is  in c lu d e d  in the  G ove rn o r s FY 2007 b u d g e t p ro p o s a l:

POSITIONS
Full-time
Part-time
Temporary

AN ALYSIS : /Attach a separate payu if nucenary)
The passage of this legislation will have no fiscal impact on the FY 07 operating budget for the division. 
Current vacancies in the division will assist in absorbing additional personal services cost for FY 07.

In FY 08 and beyond, it is indeterminate if the division vail need additional funding for pharmacists 
position-,

Prepared by: 
Division

House Finance Com m ittee Pnono 465-4945

Approved by R epresurta tivo M oyer

Dato/Tim o 04 H 1/06 1 56 p m 

Date
Representative Chennul!

COMMITTEE COPY
Pago 1 of _ 1



FISC A L N O TE

STATE O F ALASKA
2006 LEG ISLA TIV E SESSION

Revision Date/T im e (Note if correceon):_______
Title State Pharmacist './Doctors/Auditors

REPORTED OUT

MAV 0 7 2006
SEMEE ElfiAHCE COMMITTEE

Fiscal Note Number: 
Bill Version:
(H) Publish Date:

Dept. Affected: 
'RDU

HB 485
4/12/2000

Health and Social Service
Behavioral Health

Component Alaska Psychiatric Institute
Sponsor
Requester

RLS by Request

Expenditures/Revenues

Component No. 

(Thousands of Dollars)

311

Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012
Personal Services 0.0 • • * • ■

Travel
Contractual
Supplies
Equipment
Land & Structures
Grants & Claims
Miscellaneous

TOTAL OPERATING 0.0 • • * • •

CAPITAL EXPENDITURES

CHANGE IN REVENUES ( ) |

FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts
1037 GF/Mer.lal Health

TOTAL 0.0 • • • • •

Estimate o f any current year (FY2006) cost: 0.0
Mark th is box (X) if funding for th is b ill is included in the Governor's FY 2007 budget proposal: 1

POSITIONS
Full-time
Part-time
Temporary

ANALYSIS: (Attach a separate page if necessary
The passage of this legislation will have no fiscal im pact on the FY 07 operating budget for the Alaska 
Psychiatric Institute. Current vacancies w ill assist in absorbing additional personal services cost for FY 07 
that may bo incurred.

In FY 08 and beyond, it is indeterm inate it the API v. II need additional funding for pharm acist positions.

Prepared by: Houso Finance Committee______________________________________Phone 465-4945
Division _______________________________________  Dale/Time 04/11/06 1:53 p.m.

Approvod by: Representative Mayer____________________________________  Dato_________________
Representative Cher,..ult

COMMITTEE COPY
Pago 1 of 1



H

FISC A L N O TE

STA TE OF ALASKA
2006 LEGISLATIVE SESSION

Revision Date/T im e (Note if correction):_______
Title Slate Pharmacists/Doctors/Auditors

Fiscal Note Number: 
Bill Version:
(H) Publish Date:

Dept. Affected: 
'RDU

REPORTED OUT

MAY 0 7 ?006
SENATE FINANCE COMMITTEE

10
HB 485
4/12/2006

Health and Social Service
Health Care Services

Component Medical Assistance Admin.
Sponsor
Requester

RLS by Request

Expenditures/Revenues

Component No. 

(Thousands of Dollars)

242

Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012
Personal Services 
Travel 
Contractual 
Supplies 
Equipment 
Land & Structures 
Grants & Claims 
Miscellaneous

0.0 • • •

TOTAL OPERATING 0.0 • • • * •

CAPITAL EXPENDITURES

CHANGE IN REVENUES (

FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts 
1037 GF/Monta. Health

I

TOTAL 0.0 • • • * •

Estimate of any cu iren t year (FY2006) cost: 0.0
M:uk this box (X) if funding fo r th is bill is included in the Governor's FY 2007 budget proposal: 

POSITIONS
Full-time
Part-time
Temporary

ANALYSIS: (Attach a separate page it necessary;

The passage of this legislation will have no fiscal impact on the FY 07 operating buoget for Health Care 
Services. Current vacancies in the division will assist in absorbing add itional p i rs o ra l services costs for 
FY 07.

In FY 08 and beyond, 4 .s indeterm inate if the division will need additional funding for positions.

Prepared by; House Finance Committoo_________________________________ Phono 465-4945
D i v i s i o n __________________________________________________________ Dato/Timo 04/11/Or 1:50 p.m.

Approved by: Representative Moyor____________________________________  Date_________________
Representative Chonault

C0 MM5TTEE COPY



FISCA L N O TE

REPORTED OUT

MAY 07 2006
SENATE fiNANCE COMMITTEE

STATE O F  ALASKA
2006 LEG ISLATIVE SESSION

Revision Dale/T im e (Note i< correction):_______
Title Slate Pharmacists/Doctors/Auciitors

Fiscal Note Number: 
Bill Version:
(H) Publish Date:

Dept. Affected: 
'RDU

11
HB 485
4/12/2006

Health and Social Service
Alaskan Pioneer Homes

Component Pioneers Homes
Sponsor
Requester

RLS By Rogues

E xp e n d itu re s /R e ve n u e s

Component No. 

(Thousands of Dollars)

2671

Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012
Personal Services 0.0 • • • « *

Travel
Contractual
Supplies
Equipment
Land & Structures
Grants & Claims
Miscellaneous

TOTAL OPERATING 0.0 * • • • •

CAPITAL EXPENDITURES

CHANGE IN REVENUES ( )

FUND SOURCE (Thousands ol Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts
1037 GF/Menlal Health

TOTAL 0.0 • « • • •

0.0Estimate of any current year (FY2006) cost:
Mark th is  box (X) if funding for this bill is included in the Governor's FY 2007 budget proposal:

POSITIONS
Full-time
Part-time
Temporary

ANALYSIS: (Attach j  separate page it rtecossnry)

Tho passage of this legislation will have no fiscal impact on he FY 07 operating budget for the Alaskan 
Pioneor Homes. Current vacancies in the division will assist in absorbing additional personal services 
costs for FY 07.

In FY 08 and beyond, it is indeterminate if the division will need additional funding for pharmacist positions.

Propared by House Finance Committee  Phono 465-4945
Division ________________________________________________________  Date/Time 04/11/06 1:46 p.m

Approved by: Representative Mover_____________________________________ Palo
Representative Chon,-ml! ________

COMMiYYEE COPY



FISC A L N O TE
REPORTED OUT

MAY 0 7 2006

STA TE OF ALASKA Fiscal Note Number: 12 SENATE FINANCE COMMITTEE

2006 LEG ISLA TIV E SESSION Bill Version: HB 485
(H) Publish Dale: 4/12/2006

Revision Date/T im e (Note if correction): Dept. Affected: Revenue
Title Stale Pharmacists/Doclors/Auditors RDU Tax and Treasury

Component Tax
Sponsor RLS by Request
Requester Component No. 2476

Expenditures/Revenues________________________________(Thousands of Dollars)
Note: Amounts do not include inflation unless otherwise noted below,
OPERATING EXPENDITURES FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012
Personal Services 
Travel 
Contractual 
Supplies 
Equipment 
Land & Structures 
Grants & Claims 
Miscellaneous

» • • • •

TOTAL OPERATING 0.0 • • • • •

CAPITAL EXPENDITURES

CHANGE IN REVENUES ( )

FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts 
1037 GF/Mental Health

TOTAL 0.0 • • • • •

Estimate of any current year (FY2006) cost: 0.0
Mark th is box (X) if funding for th is bill is included in the Governor's FY 2007 budget proposal: 

POSITIONS
Full-time
Part-iime
Temporary

ANALYSIS: (Attach a separate page ilnocessary)

The passage of this legislation will have no fiscal impact on the FY 07 operating budget for the Tax 
Division. Current vacancies in the division will assist in absorbing additional personal services costs for FY 
07.

In FY 08 and beyond, it is indeterminate if the divsion will r cod additional funding for these auditor 
positions.

Prepared by: House Finance Cornmilteo________________________________  Phono 465-4945
Division _________________________________________________________  Dalc/Timo 04/11/06 1:23 p.m.

Approved by: Roprosenlalivo Moyor____________________________________  Date_________________
Representative Chonmilt ____________________________

COMMITTEE COPY
Pago 1 of _1



FACT SHEET: HB485 
May 5, 200 UPDATE

D e p a r tm en t  o f  Health a n d  Social Services DHSS: S h e r ry  Mill .\1618 

Curren t Status:
The original bill as introduced would have moved pharmacists and forensic tax auditors into the 
exempt service from the classified service. HB 485 was amended on the I louse Floor to 
remove the forensic tax auditors from the legislation, so only the Pharmacists would be 
transferred into the Exempt Service.

• The amended legislation impacts 10 positions in the Departments of I Iealth and Social 
Services, and Corrections.

• The Department of Health and Social Services has experienced a critical labor 
shortage of pharmacists.
• For nearly a full year the Alaska Pioneer Homes lost pharmacists to jobs that pay 

much higher wages. The department is not able to attract pharmacists to apply for 
vacant positions —Health Care Services has one vacant position and not one person 
has applied.

• The Department of Corrections has two pharmacist positions, but one position 
remains unfilled.

• Because of the professional level expertise needed, these positions no longer lit within 
the classified service in state government — the only viable solution is to place these 
positions in the exempt service, along with other professionals such as physicians and 
medical examiners.

• Placing Pharmacists in the exempt service will allow the state greater flexibility to be 
competitive in the marketplace, and avoid any lapse in the State’s ability to meet the 
pharmacy needs of  State facilities such as Alaska Psychiatric Institute (API), Alaska 
Pioneer 1 lomes. and Corrections.

• Pharmacists: With required education and medical credentials. Pharmacists are 
specialized medical licensed professionals. The high level tax auditors are financial 
professionals, who must have the education, experience and expertise to audit 
international corporations.

• It is the legislature’s discretion to decide whether certain jobs should be in the exempt 
service — and these positions are at a high professional level and meet a critical need for 
the state: the legislature needs to exercise its discretion and vote in support o f  1113485 
toda

111)485 Talking Points 5-5-06 (2).doc


