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To: Don Krupp, County Administrator  
From: Evelyn Minor-Lawrence, Director, Human Resources  
Date: July, 2016 
Re: Department of Human Resources Performance Clackamas Strategic Business Plan  

 
On behalf of the entire Department of Human Resources (HR) team, I am proud and pleased 

to present to you the Human Resources Performance Clackamas Strategic Business Plan. I also 
want to thank you and the Board of County Commissioners for providing this opportunity for 
HR to re-evaluate and strengthen its programs and services for the county departments, the 
Board of County Commissioners, county employees and retirees, and the community as a 
whole. 

 
The attached plan is the result of many hours of strategic and intensive discussions by the 

HR leadership team and staff, along with the support of the Managing for Results (MFR) 
consultants. The HR MFR leadership team – Julia Getchell, JJ Peters, Heather Pedersen, Erin 
Knapp, Jeri Oswalt, Dwayne Kroening, Kristi Durham, Shari Riedman, Krista Weatherford and I – 
guided the work and we were fortunate to be able to directly involve all of our employees in 
the process along the way. 

 
We are honored and challenged with the responsibilities of providing effective supporting 

programs and services, valuable business strategic plans and direct support to elected officials, 
county departments and agencies, and the Clackamas County community. 

 
Working through the MFR process has allowed us the time and tools to re-examine our 

unique role in the County. The intent of the attached plan is to increase the efficiency and 
effectiveness of these services provided by HR, and to ensure that HR continues to add value to 
the vital programs and services provided to the citizens of the county. 

 
Thank you for your support and your consideration of the Department of Human Resources 

(HR) Strategic Business Plan.
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INTRODUCTION 

 

In the months of February and March 2016, the Department of Human Resources (HR) 
worked through the Managing for Results (MFR) strategic business planning process to create 
this Strategic Business Plan in support of the County's Performance Clackamas Plan. The major 
steps were as follows:  

• Initial retreat (10 participants): February 29-March 3, 2016 

• Purpose Statement & Performance Measures [PSPM] sessions (40 participants): 

March 14 through March 17, 2016 
• Final retreat (10 participants): April 7, 2016 

 
The mission of the Department of Human Resources is to provide services to County 

departments and agencies so they can provide high quality services to achieve their strategic 
results. As an internal service department, we provide consultative services and the 
infrastructure that sustains our department customers. We provide comprehensive, timely and 
progressive employment practices and services to support the departments’ missions, which 
are carried out by our employees. It is our job to act as a strategic partner with our customers 
to understand and collaborate so that they can achieve their strategic results. The intent of this 
plan is to increase the efficiency and effectiveness of the services Human Resources offers to 
the county, and to ensure that Human Resources continues to add value to the programs and 
services it supports. 

MISSION STATEMENT 

 

The Mission of the Department of Human Resources (HR) is to provide 
employment, benefits and wellness, risk management and workforce planning 
services to County Departments and Agencies so they can have the resources 
they need to provide high quality services and achieve their strategic results. 
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ORGANIZATIONAL STRUCTURE 
 

 

BCC

County Administrator - Don Krupp

Human Resources Director -
Evelyn Minor-Lawrence

Recruitment Services

JJ Peters, Mgr

Rec Lead HR Analyst - E.D. 
Barnette-Herro

Rec HR Analyst - James 
Callahan 

Rec HR Analyst Victoria 
Vysotskiy

Rec HR Analyst - Lindsay White

Rec HR Analyst - Erica Diebel

Classification & 
Compensation 

Services

Heather Pedersen, 
Mgr

C&C HR Analyst -
Chelsea Lee

C&C HR Analyst -

Nina Smith 

C&C HR Specialist - Erin 
Braman

Learning & Dev 
Services

Jeri Oswalt, Mgr

Workforce 
Planning 
Services

Coordinator -
Shari 

Riedman

Workforce Data 
Management 

Manager - Krista 
Weatherford Mgr

HR Business 
Analyst - Elizabeth 

Leighton

HR Business 
Analyst - Lisa Elbert

HR Specialist -
Dorothy Duncan

Emp/Labor Relations 
Services

Eric Sarha 
Asst Dir/Chief Neg

ER/LR Sr HR Analyst 
- Sherryl Childers

ER/LR HR Analyst

Erin Kwasniewski

Administrative 
Services

HR Program 
Coordinator/ 

Supervisor - Erin 
Knapp

HR Specialist -
Vacant

Office Spec 2 -
Patti Barnes
Char Kasch-

McIntyre
Angelica Neidiger

Director's 
Office Services

Marta 
Trinidad, HR 

Assistant
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ORGANIZATIONAL STRUCTURE cont 
 

 

BCC

County Administrator - Don Krupp

Human Resources Director -
Evelyn Minor-Lawrence

Assistant Director/ Chief Negotiator -
Eric Sarha

Risk & Safety Management Services
Eric Machado, Manager

Lead Safety & Loss Control Analyst, Trish Bafus

Safety & Loss Control Analyst, Jeremy Tovey

Safety & Loss Control Analyst, Larry Lancaster

Risk & Safety HR Specialist, Joann Goodsell

Risk & Safety/Wellness HR Assistant, Michelle Raethke

Benefits & Wellness Services
Kristi Durham, Manager

Wellness Coordinator - Tamra 
Dickinson

Benefits HR Analyst - Jennifer Joslin 
Brown

Benefits HR Analyst - Billie Hurley

Benefits HR Analyst - Jason Morrill

Benefits HR Specialist - Teri Burtis

Integrated Disability Analyst - Patti Snow

Integrated Disability Analyst - Teresa 
Pouppirt

Integrated Disability Analyst - Vacant

Risk & Safety HR Assistant- Christi Long
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ISSUE STATEMENTS 

1. Continuing inconsistent Employee Performance management, practice and culture 

throughout the County, if not addressed, will result in:  

 Lack of employee engagement 

 Increased turnover 

 Poor labor and management relations 

 Increased grievances, complaints, lawsuits and claims 

 Damaged relationships between employees and supervisors 

 Lack of market and organizational trust 

 Negative impact on department service delivery 

 
2. Continuing inadequate Human Resources related communication to our customers, if 

not addressed, will result in:  

 Loss of customer trust in Human Resources 

 Barriers to strategic partnerships 

 Poor delivery of the right information in the right manner at the right time 

 Gaps, miscommunication and unintended narratives 

 
3. Over the next five years, a significant portion of the county’s workforce will be eligible 

for retirement, leading to as much as 43% retirement-related turnover, which if not 

addressed, will result in:  

 Increasing demand for filling vacant positions  

 Continued and increasing delays and greater backlogs in filling vacant positions 

 Increased requests by county departments to rehire retirees as part time employees 

 Increased budget expenses, e.g. overtime, contracting out services 

 Negative impact on employee morale, e.g. less staff/ more work 

 County departments’ inability or delays in providing services  

 Loss of funding sources 

 

4. Continuing focus by Human Resources on transactional services rather than a more 

strategic partnership approach, if not addressed, will result in:  

 Inability to partner with county leadership to achieve Strategic Results 

 Human Resources unable to proactively meet department’s business objectives;  

 County departments making decisions without the benefit of early Human 

Resources consultation,  

 Potentially violating laws & bargaining agreements 
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 A lack of trust in Human Resources’ competence and ability, understanding of the 

county departments’ business and willingness to focus on their strategic results. 

 
5. Continuing lack of department Workforce Plans, which if not addressed, will result in: 

 Inability to deliver core services 

 Loss of key knowledge, skills and abilities essential to core customer service delivery 

 Damage to county’s reputation 

 Increase in liabilities and risk 

 Inability to be strategic in making workforce decisions 

 
6. Human Resources’ systems, processes and tools continue to be outdated or non-

existent, which if not addressed, will result in:  

 Customers not having tools they need to conduct their businesses 

 Inefficient, inconsistent and time consuming workflow  

 Lack of transparency 

 Human Resources being viewed as an impediment rather than a strategic partner 

 Continued manipulation of classification system to address compensation issues 

 
7. Increasing and unmet customer demand for workforce data to make business decisions, 

e.g. bi-lingual, skill sets & competencies, certificates, licensing, continuing education, 

labor relations history, development and performance, which if not addressed, will 

result in:  

 Inability to plan for future staffing needs and create comprehensive workforce plans 

 Lack of consistent employee development and performance management 

 Potential liability of adverse actions related to inconsistent employment practices, 

e.g. grievances, complaints, law suits & claims 

 Inability to capture and analyze timely data; and lack of inventory of employee skills 

and competencies 

 

8. Increasing medical claims and benefit program delivery costs, which if not addressed, 

will result in: 

 Increased budget expenses 

 Increased employee and retiree benefit cost shares 

 Decreased benefit offerings 

 Inability to compete for talent in the labor pool 

 Difficulty bargaining union contracts 
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STRATEGIC RESULTS 

These results are identified and included in individual program performance measure summaries where they 

support department level strategic results. 

1. Strategic Business Partner with Human Resources: 
 By 2021, county departments will consistently engage Human Resources as a 

consulting partner early in their decision process, e.g. Hiring, discipline, employee 
and labor relations, learning and development as measured by: 

o By 2018, Human Resources will be notified by county departments of 85 % of 
grievances filed. 

o By 2018, Human Resources will be engaged prior to taking any disciplinary 
action with economic consequences 85% of the time. 

 
 By 2021, 90% of Clackamas County managers agree or strongly agree that Human 

Resources is a strategic business partner. 
 

2. Human Resources Systems and Processes: 
 

 By 2021, 70% of open positions are filled by qualified, diverse candidates within 90 
days from the date of requisition. 
 

 By 2021, 100% county classifications will be reviewed for alignment with county 
business needs and market comparability. 
 

3. Risk Management: 
 Beginning with 10% of departments in 2018 and increasing by 10% each year 

through 2021 (40%), departments will have no increase in their number of 
Workers’ Compensation claims per employee (FTE). 

 By 2021, Risk Management responsibilities will be included in the classification of 
all management positions. 

 
4. Workforce Development and Planning 

 By 2021, 50% of county departments will have a workforce plan aligned with their 
strategic business plan. 
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5. Employee and Labor Relations 
 By 2018, 85 % filed grievances, managers will respond within the established 

timelines and collective bargaining agreements 

 By 2021, 80% of managers/supervisors will conduct performance feedback and 
develop conversations as measured by an annual survey response. 
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LINES OF BUSINESS PROGRAMS GRAPH 

 

 
 

 

Administration

• Director's Office

• Administrative 
Services

• Workforce Data 
Management

Employee and 
Labor Relations

• Collective 
Bargaining

• Labor Contract 
Administration

• Discipline 
Administration

Workforce Design

• Classification 
and 
Compensation

• Workforce 
Development 
and Planning

• Recruitment

Risk and Benefits

• Risk 
Management

• Risk

• Safety

• Benefits/ 
Wellness 
Administration

• Benefits

• Leave 
Administration
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LINES OF BUSINESS - ADMINISTRATION 

 

ADMINISTRATION LINES OF BUSINESS 

 

I. Assist and Better Manage Development of Employee Performance Decisions 

Purpose: The purpose of the HUMAN RESOURCES ADMINISTRATION line of business is 

to provide HUMAN RESOURCES DIRECTION, EXECUTIVE CONSULTATIONS AND POLICY 

DECISION services to COUNTY ADMINISTRATION, COUNTY DEPARTMENTS AND 

AGENCIES so they can HAVE A STRATEGIC BUSINESS PARTNER TO ACHIEVE STRATEGIC 

AND OPERATIONAL RESULTS. 

Programs: Director’s Office, Administrative Services and Workforce Data 

Management 

LOB Key Results: % by 2021 

% of Human Resource Department operational and strategic results 

achieved 

90% 

% of HR Lines of Business Managers/supervisors who report they “strongly 
agree” or “agree” that Administrative Services  

a. helps them achieve their lines of business results  
b. is efficient and timely in responses  
c. is proactive in solving problems 

80% 

% of county departments submitting PAs not needing material corrections 95% 
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Human Resources Director’s Office 

 
The purpose of the Human Resources Director’s Office program is to provide HR direction, 
executive consultation and policy decision services to the Board of County Commissioners, 
County Administrator, County Departments and Agencies so they can have a strategic 
partner to achieve their strategic and operational goals. 
 
RESULTS 

90% of Human Resource Department operational and strategic results achieved or on 
track per year 
 
By 2021, 90% of Clackamas County managers agree or strongly agree that Human 
Resources is a strategic business partner 
 
By 2021, the customer service satisfaction rating increased to 90% or greater 
 
80% of HR Lines of Business managers who report they “strongly agree” or “agree” that 
Administrative Services  

a. helps their line of business achieve their strategic business results  
b. is efficient and timely in responses  
c. is proactive in solving problems 

 
OUTPUTS 

# of HR initiatives completed per fiscal year 
# of revised policies 
# of service requested in each line of business per year 
 

 
 DEMAND MEASURES 
 
COST (EFFICIENCY) 

$ Expenditures per department 
 
SERVICES 

 Annual HR Budget 

 Consultations (Complaints, Department Business Operations, Dispute Resolutions) 

 Oversight of Discipline and Employee and Labor Relations matters 

 Employment Appeal Final Decisions 

 Deliver and implement HR Annual Initiatives 
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 Policy development and compliance decisions 

 Proposed Annual Budget 

 Accounts payable/accounts receivable actions 

 Applicant consultation/technical assistance sessions 

 Applicant interview/testing session setups 

 Enterprise level team representations (COOP, EOC) 

 Front office services 

 Information inquiry responses 

 Internet/intranet content updates  

 Job postings and review of pending job postings 

 Official personnel record copies 

 Record retention 

 Recognition events 

 Room reservations 

 Session participant packets/binders 
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Workforce Data Management 

 
The purpose of the Workforce Data Management program is to provide systems 
management, reports and analysis, education services to HR, county departments and 
agencies so they can understand and use HR systems and data to make informed decisions 
and achieve their strategic results. 
 
RESULTS: 

95 % of departments submitting Personnel Actions not needing material corrections 
 

OUTPUTS: 
# Data Transactions provided 
# Managers and staff trained (combined) 
# of data management consultations 

 
DEMAND MEASURES: 

  
 

COST (EFFICIENCY) 
$ of program expenditures per data entry 

 
SERVICES: 

 Benefits reports 

 Business process enhancements 

 Business process guides 

 Business process training sessions 

 Compliance audits and reports 

 Employee records 

 End-user consultations 

 HR transaction consultations 

 Department-generated employee transactions 

 System enhancements to PS HR and app ex 

 System security measures to PS HR and app ex 

 Systems training sessions to PS HR and app ex 

 Develop systems user guides for end users 

 Workforce analysis 

 Workforce data analysis and reports 
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 Workforce statistical reports 

 HR business reports (i.e., recruit, class and comp, risk, labor, employee relations) 
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LINES OF BUSINESS – CONTRACTS AND EMPLOYEE RELATIONS 

 
 

CONTRACTS AND EMPLOYEE RELATIONS LINES OF BUSINESS 

II. Contract Administration And Labor Relations 

The purpose of the LABOR RELATIONS line of business is to provide COLLECTIVE 
BARGAINING AND LABOR CONTRACT ADMINISTRATION SERVICES to BCC, COUNTY 
ADMINISTRATION, AND DEPARTMENTS so they can DEFINE, UNDERSTAND, AND 
ADMINISTER EMPLOYEE RELATIONS, LABOR RELATIONS AND DISCIPLINE OF 
EMPLOYMENT FOR CERTAIN GROUPS OF EMPLOYEES AND TO RESOLVE DISPUTES. 

 
Programs: Labor Relations 
 
LOB Key Results: % by 2021 
 
% filed grievances managed by Departments within in timelines and 
requirements in the Collective Bargaining Agreements 

85% 

% disciplinary actions where HR was engaged prior to taking disciplinary 
actions with economic impact 

85% 
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Employee And Labor Relations Program 

 
The purpose of the Employee and Labor Relations programs are to provide discipline 
administration, collective bargaining and labor contract administration services to BCC, 
County Administration and Departments so they can gain the tools to manage a 
productive workforce and maintain good labor relations. 
 
RESULTS: 

85 % of grievances filed with notification to HR 
85 % of filed grievances managed by departments within the timelines and 
requirements of the Collective Bargaining Agreements 
Percentage of disciplinary actions where Human Resources is engaged prior to taking 
any disciplinary action with economical loss (Target 85%) 

 
OUTPUTS: 

# of collective bargaining agreements and other labor agreements negotiated to 
resolution 
# of managers completing “Decision-Making In A Union Environment” training courses 
# of grievances resolved 
# of managers and supervisors who participate in discipline administration courses 
# of discipline administration consultations with HR provided in advance of the imposed 
written reprimand or disciplinary action with economic loss 
 

DEMAND MEASURES: 
# Grievance responses expected 
# Collective bargaining agreements and other labor agreements expected to be 
negotiated 
# of discipline administration consultations expected 

 
COST (EFFICIENCY) 

$ program expenditures per agreement (includes negotiated successor agreements and 
other labor agreements) 
Program expenditures per grievance and discipline administration consultation 

 
SERVICES: 

Labor Relations program services 

 CBA information request responses 

 Contract administration and negotiations 

 “Decision-Making In A Union Environment” training courses 

 Collective bargaining 
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 Consultation services on contract language and county policy interpretation and 
application 

 Dispute resolution services related to labor disputes 
 

Employee Relation program services 

 Consultations on discipline administration 

 Tools and templates for managers to administer discipline 

 Courses on just cause and due process 
 

 
*2017 will be used to gather data to establish baseline measurements.  
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LINES OF BUSINESS – WORKFORCE DESIGN 

 

WORKFORCE DESIGN LINES OF BUSINESS 

III. Design Workforce 
 
The purpose of the WORKFORCE DESIGN line of business is to provide WORKFORCE 
DEVELOPMENT AND PLANNING, CLASSIFICATION AND COMPENSATION, AND 
RECRUITMENT SERVICES to COUNTY DEPARTMENTS AND AGENCIES so they can PLAN 
FOR, ATTRACT AND RETAIN THE QUALIFIED AND DIVERSE WORKFORCE THEY NEED TO 
ACHIEVE THEIR STRATEGIC RESULTS. 

 
Programs: Classification and Compensation, Workforce Development and Planning, 
and Recruitment. 

 
LOB Key Results: 
 % by 2021 
% of County departments that developed strategic business plans, which 
have consulted with classification consultation regarding the implications 
of their strategic business plan 
 

100% 

% of County departments which have 5 year Workforce Plans aligned with 
their Strategic Business Plan 
 

50% 

% of open positions are filled by qualified, diverse candidates within 90 
days from the date of requisition 

70% 

% of managers/supervisors will conduct performance feedback 
conversations as measured by an annual survey response 

80% 
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Classification and Compensation 

 
The purpose of the Classification and Compensation program is to provide up-to-date 
plans, positions and organizational structure consultation services to County Departments 
and Agencies so they can structure their organizations in a way that places the right 
person in the right classification at the appropriate pay to achieve their operational and 
strategic results. 
 
RESULTS 

By 2021 100% of County classifications will have been reviewed for alignment with County 
business needs and market comparability within the past 5 years 

 
OUTPUTS 

# Position allocations, recommendations and determinations provided  
# Market Studies conducted (individual classifications and job families) 
# Compensation Analyses performed for purposes of collective bargaining or Compensation 
Board for Elected Officials 

 
DEMAND MEASURES 

235 Position allocations, recommendations and determinations anticipated 
60 Market Studies expected (individual classifications and job families) 
20 Compensation Analyses expected for purposes of collective bargaining or 
Compensation Board for Elected Officials 

 
EFFICIENCY 

$ Program expenditure per position allocation determinations (excluding $ market 
studies) 

 
SERVICES 

 Classification and Compensation Consultations 

 Classification Specification Revisions 

 Contract Cost analysis reports 

 Elected Officials Salary recommendations 

 Frontline HR/C&C presentations 

 Market Studies (new, revised, existing) 

 Position allocation determinations/recommendations (new, vacant, employee 
requests) 

 Reorganization Consultations 

 Salary grade recommendations 

 Salary survey responses 

 Temporary out of Classification reviews 
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Workforce Development And Planning 

 
The purpose of the Workforce Development and Planning program is to provide 
informal/formal learning events and individual development planning with advanced 
planning consultations and strategic business plan integration services to County 
Departments and agencies so they can anticipate and respond to the departments’ 
current and future workforce needs. 
 
RESULTS 

50% of County departments that have completed the MFR process will have a workforce 
plan aligned with their strategic business plan 
 
50% Identified key positions with a succession plan 
 
75% of Learning and Development Participants “agree” or “strongly agree” that L & D 

events were a valuable investment of their time 

 

By 2021, 80% of employees will conduct performance feedback conversations as 

measured by an annual survey response 

 
OUTPUTS 

# Workforce plans developed 
# Job skills & competency inventory created 
# Leadership Academy engagements provided 

# County employees receiving learning and development services 

 
DEMAND MEASURES 

# County employees requesting/requiring L&D Services 

 
COST (EFFICIENCY) 

# Expenditures per WFP 
$ expenditure per county employee receiving L&D Services 

 
SERVICES 

 Exit interviews 
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 Job skills and competency inventory 

 Workforce planning analysis 

 Workforce planning committee meeting facilitations 

 Workforce planning consultations 

 Workforce planning learning events 

 Workforce planning website tools 

 

Formal learning events: 

 Communications courses 

 Leadership courses 

 Supervision courses 

 Job skills courses 

 Technical courses 

 Orientation courses 

 Department specific learning events 

 Digital learning events 

 Registrations for learning events 
 

Additional services: 

 Learning resource library 

 Learning assessments and evaluations 

 Individual development plan templates 

 Consultation sessions 

 Individual coaching sessions 
 Library/inventory items 

 Career development resources 
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Recruitment 

 
The purpose of the Recruitment program is to provide consultation, outreach, evaluation 
and selection services to County Departments and agencies so they can hire and retain the 
qualified, diverse workforce they need to achieve their strategic results. 
 
RESULTS 

70% of open positions are filled by qualified, diverse candidates within 90 days from the 
date of requisition 

 
OUTPUTS   

# of hires per year 
# of job postings per year 
# of recruitment outreach events per year 

 
DEMAND MEASURES  

# of recruitments expected to be requested per year 
# of positions expected to be filled per year 

  
EFFICIENCY 

$ Program expenditures per job opening request  
 

SERVICES: 

 Applicant inquiry responses 

 Applicant notices 

 Applicant testing sessions 

 Certification lists 

 Eligibility lists 

 Hires 

 Job postings 

 Job advertisements 

 Employment offer letters 

 Applicant reference checks 

 Recruitment outreach events 

 Consultations 

 Workforce plan reviews 
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LINES OF BUSINESS – HEALTH, WELLNESS AND SAFETY 

 

HEALTH, WELLNESS AND SAFETY LINES OF BUSINESS 

IV. Department Design Workforce 
 
The purpose of the RISK and SAFETY AND BENEFITS and WELLNESS line of business is to 
provide COMPREHENSIVE BENEFITS, LOSS PREVENTION AND CONTROL, DISABILITY 
MANAGEMENT, PLANNING EDUCATION AND CONSULTATION to COUNTY 
DEPARTMENTS, AGENCIES AND EMPLOYEES so they can CREATE A WORKPLACE 
CULTURE COMMITTED TO PRACTICES THAT ELIMINATE RISK, SUSTAIN A HEALTHY AND 
PRODUCTIVE WORKFORCE AND PRESERVE FINANCIAL RESOURCES. 

 
Programs: Benefits and Wellness and Risk and Safety Management 

 
LOB Key Results: 
 % by 2021 
By 2018, % of County Employees reporting that they “strongly agree” or 
“agree” that their benefits package is important to their maintaining their 
employment with the county 
 
 

60% 

95% of departments with no increase in the number of worker’s 
compensation claims per employee (FTE). 
 

95% 
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Benefits 

  

The purpose of the Benefits and Wellness program is to provide cost-effective, responsive and 
comprehensive benefit services to County departments, current and retired employees and 
their family members so they can better serve the residents of Clackamas County. 

RESULTS: 
By 2021 the number of musculoskeletal medical claims will be reduced by 5-10% 
By 2021 average disability claim duration will be reduced by 5 days 
By 2021 medical preventive care utilization for participants aged 18+ years will increase by 
10% 
By 2021 dental preventive care utilization for participants aged 18+ years will increase by 
10% 
By 2017 the Benefits Program will have a plan in place to address the rising cost of 
medical claims 
By 2017 the Benefits Program will have a plan in place to address the rising costs of 
medical claims and benefit program delivery. 

 
OUTPUTS: 

# Musculoskeletal medical claims 
# Disability claim days 
# Total Benefit program enrollment 
# Participants accessing preventive care 
# Wellness program participants 
# Department programs/events delivered 

  
DEMAND MEASURES: 

# Total active and retired employees and dependents 
# Active employee enrollments 
# Dependent enrollments 
# Retiree enrollments 
# Department program/event requests 

 
EFFICIENCY: 

$ Program expenditure per Retiree/Employee provided Benefits services 
 
SERVICES: 

 Annual benefits renewal plan 

 Annual wellness fair 

 Benefits consultations 
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 Benefits workshops 

 Current employee enrollments 

 Employee assistance services 

 Labor/management sessions 

 Life event changes 

 Open house benefits events 

 Problem solving sessions 

 Retired employee enrollments 

 Wellness initiatives/events 
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Risk and Safety Management 

 
The purpose of the Risk and Safety Management program is to provide loss prevention and 
control, medical & disability leave administration, consultations and analysis services to 
County departments and agencies so they can create a workplace culture committed to 
practices that eliminate risk, sustain a healthy and productive workforce and preserve 
financial resources. 
 
RESULTS: 

 
 
Beginning with 10% of departments in 2018 and increasing by 10% each year through 
2021 (40%), departments will have no increase in their number of Workers’ 
Compensation claims per employee (FTE) 
 
By 2021, Risk Management responsibilities will be included in the classification of all 
management positions 
 
Each year the ratio of liability claims paid, when compared to the actuarial 
recommendation is 1 or less 

 
OUTPUTS: 

 
# Ergonomic Assessments provided 
# Liability Claims reviews 
# Worker’s Compensation Claims processed 
# Risk exposure analyses 

 
DEMAND MEASURES: 

$ actuarial recommendation of the claims expenditures 
# Employees who submit claims 
# of liability claims anticipated to be filed. 

 
COST (EFFICIENCY) 

$ of expenditures as a percentage of budget and payroll 
 
SERVICES: 

 ADA accommodations and recommendations 

 Claims costs reimbursements 
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 Claims reports 

 Claims reviews 

 Contracts insurance reviews 

 Department safety plans 

 Disability consultations 

 Disability leave status reports 

 Drug tests 

 Ergonomic assessments & recommendations 

 FML eligibility decisions 

 Insurance policy renewals 

 Loss exposure assessments & recommendations 

 Physical capacity tests 

 Risk exposure analyses 

 Rm consultations 

 Safety reports 

 Safety training courses 

 Self-insured budget analyses & reports 

 Worker’s compensation claims  

 Driving Checks 


