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INTRODUCTION

Arizona Revised Statute 41-751 (D) requires the Department of Public Safety to prepare an
advisory recommendation on salaries of its personnel. The recommendations for Fiscal Year
2019 support several compensation objectives essential to maintaining the current service
levels provided to the citizens of Arizona. The objectives include:

e Narrow the difference in compensation between department personnel and overall
public and private labor markets in Arizona in an cffort to become a competitive
employer.

e Reduce the costly effects of turnover by providing monetary incentives that encourage
employees to remain in state service.

e Retain sufficient personnel to provide ethical, effective, efficient, and customer-
oriented state-level law enforcement services to the citizens and visitors of Arizona as
outlined in the department’s mission.

e Increase the department’s ability to compete with local agencies for qualified
applicants, where municipal agencies have attractive monetary incentives to entice
applicants who would otherwise consider the department as a career.

Recruiting and retaining the most highly qualified employees for the Department of Public
Safety are critical to these objectives. Research and surveys confirm department employee
salaries are still well below their market competitors and continue to fall further behind.
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Asof July 1, 2018, there were 1,951 full-time employees with the Department of Public Safety
of which 1,186 (61%) were sworn and 765 (39%) were professional staff (civilian).

Based on the most recent salary survey conducted in August 2018 (see Appendix A), the
average department sworn salary is 25.5% behind market competitors. Only seven of the 44
law enforcement agencies surveyed statewide have officer salaries below the department’s

maximum trooper pay.

A salary survey conducted in August 2018 on a sampling of professional staff classifications
within different job families shows that professional staff salary levels would currently require
an average increase of 23.7% to reach their market competitors (see Appendix B).

Due to salary levels, the department is experiencing significant difficulties filling a number of
critical vacant positions within the Information Technology Bureau, the Telecommunications
Bureau, and the Operational Communications Bureau. The department is continuing efforts
to employ new state troopers to reduce the 13% vacancy rate in the Highway Patrol Division
and the 18% vacancy rate in the Criminal Investigations Division.
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TURNOVER

In FY 2018, the department experienced a turnover rate of 6.2% for sworn personnel and 9.2%
for professional staff. There were 144 employee separations from the department, including
retirements, of which 75.7% were regrettable attrition (see Appendix C).

There were 74 separations of sworn personnel during the fiscal year, of which 33 (44.6%)
were a result of retirement. The sworn regrettable attrition rate was 79.7%. The professional
staff regrettable attrition rate was 71.4%; of the 70 separations during the fiscal year, 17 were

retirements.



Public safety services have a significant impact on the welfare of the state and its citizens,
requiring employees to have a considerable amount of training, knowledge, and experience.
The experience required to become fully proficient normally takes employees three to five
years to acquire. During this past year, employees with more than three years of employment
represented 37 (39%) of all non-retirement separations, thus requiring the department to rely
on a less-tenured employee population to service the growing and diverse needs of the state.
The retention of experienced employees continues to be of significant concern to the
department and will require additional resources to reverse this trend, promote internal equity,
and to meet the staffing needs of the department.
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COMPENSATION

The department’s sworn employees received a 3% adjustment for FY 2017 and the 2% GSA
effective for FY 2015. However, base compensation was reduced by 2.75% with the loss of
performance pay in FY 2011, while sworn salaries of competing agencies around the state
have continued to increase with no reductions. Department sworn salaries would need an
average increase of 25.5% to reach market in terms of base pay. As shown in Appendix D,
the cost to bring sworn salaries to market levels in FY 2019 is $43.1 million.

The department’s professional staff received a 3% salary increase for FY 2018. Prior to that
3% adjustment, all professional staff employees had not seen a salary increase since the 2%
GSA effective FY 2015. As with all state employees, compensation was reduced by 2.75%
in FY 2011 with the elimination of performance pay. The department estimates professional
staff would need an average salary increase of 23.7% to achieve market pay. As shown in
Appendix D, this increase would cost a total of $11.3 million in FY 2019.
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OVERTIME

Given the current sworn and professional staff salary base, the department would require an
additional $11.5 million (including Employee Related Expenditures) in FY 2019, after the
appropriate market salary adjustments, in order to reach an industry average overtime budget
of 4.8% of total payroll.

CONCLUSION
e e

The Department of Public Safety is unable to offer competitive salaries which directly impacts
the retention of current employees and the recruiting of highly qualified new employees.
Department pay is more than 20% behind the compensation objective of paying competitive
salaries at the market rate. In the long-term, the department seeks the ability to make small,
regular adjustments to employee pay to meet increases in the cost of living. In the short-term,
the department is optimistic that the state can provide a modest pay adjustment to prevent
salaries from falling even further behind.
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APPENDIX B

bntry Maximum

Administrative Assistant 15.89% 26.84%
Applications Developer 29.23% 32.23%
Associate Forensic Scientist 23.46%

Automotive Technician 17.77% 28.65%
Computer Systems Analyst 4.20% 15.13%
Criminal Intelligence Analyst 10.42% 19.26%
Criminal Records Specialist 20.36% 28.72%
Evidence Custodian 8.42% 19.48%
Facilities Maintenance Technician 16.43% 20.58%
Financial Services Specialist 16.76% 24.24%
Fingerprint Technician 4.88% 17.78%
Forensic Scientist I 31.01%
Forensic Scientist 11 28.70%
Forensic Scientist 111 27.07%
Forensic Scientist IV 22.65%
Human Resources Analyst 24.36% 38.56%
Personal Computer Specialist 16.30% 26.40%
Police Communications Dispatcher 15.39% 26.35%
Telecommunications Technician 8.60% 20.93%
Webmaster 83.34%
Wide Area Network Engineer 15.90% 15.17%
A ; 00 %%

Criminal Analyst Supervisor 16.59% 16.52%
Evidence Supervisor 11.80% 17.21%
Facilities Supervisor 7.75% 16.54%
Fleet Service Supervisor 35.08% 47.06%
Human Resources Supervisor 24.22% 20.78%
Police Communications Supervisor 19.48% 30.24%
Records Supervisor 29.32% 38.01%
Supervising Forensic Scientist 22.56%
Telecommunications Supervisor -8.95% -0.14%

37.63%

Applications Manager

Facilities Manager 20.36%
Fleet Administrator 40.25%
Information Technology Manager 31.20% 38.12%
Scientific Analysis Superintendent 39.72%
Telecommunications Manager 7.98%

31.20%.
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APPENDIX C

ARIZONA DEPARTMENT OF PUBLIC SAFETY

SEPARATION REPORT
FISCAL YEAR 2018

Classification

_Retirement

Separations

Non-Retirement

41

Separations for

™M1

Bt

Retirement

Non-Retirement |

Sworn 33 74

Professional Staff 17 53 70

Agency Totals 50 94 144
Classification Regtettable Regreitable Regrettable Attrition

ol .

Sworn 33 26 59
Professional Staff 14 36 50
Agency Totals 47 62 109
Regrettable Attrition | Regrettable Attrition
Classification of Employees with of Employees with | Regrettable Attrition
more than 5 years 1€8S than 5 yc€4d v_~ ; Tor F;, ‘ea

Sworn 44 15 59
Professional Staff 28 22 50
Agency Totals 72 37 109




Appendix D

Current Cost to Bring DPS Pay to Compensation Objective

FY 2019
Professional Staff Salaries $ 9,247,100
Employee Related Expenditures (22.42%) 2,073,200
Subtotal - Professional Staff Pay $ 11,320,300
Sworn Salaries * $ 20,634,600
Employee Related Expenditures (108.67%) 22,423,600
Subtotal - Sworn Pay $ 43,058,200
Overtime $ 5,870,700
Employee Related Expenditures (95.71%) 3 5,618,800
Subtotal - Overtime ¥ $ 11,489,500
TOTAL $ 65,868,000

¥ Current DPS professional staff salaries require an estimated average
increase of 23.70% to achieve the Department's compensation objective.

¥ Current DPS sworn salaries require an estimated average increase of 25.54%

to achieve the Department's compensation objective.

o Employee Related Expenditure rate represents a blended rate between
professional staff and sworn rates based on assumed usage of overtime.

¥ The amount necessary to bring the overtime budget to an industry standard

of 4.8% of total payroll (after market salary adjustments).




