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Presenter Notes
Presentation Notes
Good morning/afternoon Supervisors – I am Sandra Eng, Executive Officer of the Civil Service Commission here to review our FY 2024/25 and 2025/26 budgets.

Note:  For your departmental presentation, please keep your presentation to 5 minutes 
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CSC Mission

The Civil Service Commission
(CSC) establishes, ensures, and
maintains an equitable and
credible merit system for public
service employment for the
citizens of San Francisco, and
strives to consistently provide the
best-qualified candidates for
public service in a timely and
efficient manner.
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How we do this -

Work closely with City departments, specifically
the Department of Human Resources, to meet
the demand for quickly hiring public service
employees

Educate employees and union representatives
to increase their knowledge of the examination
inspections/reviews and appealable matters

Provide final approval authority for
professional/personal service contracts over
$200K expeditiously while maintaining

transparency with the unions and the public


Presenter Notes
Presentation Notes
Question: What are the department’s mission and objectives?

Response: The Civil Service Commission supports the Department of Human Resources, Collective Bargaining Organizations,  our City employees and the residents of San Francisco to provide to best-qualified human capital for public service. Any we do this in a myriad of ways. The Department work closely with City departments on civil service rule application to meet the growing demand for public service employees; the Department also conducts training , investigations, and appeal hearings to adequately and efficiently resolve departments and employees concerns with merit system principles.  The department reviews policies and current practices to facilitate rule or policy amendments to expedite and expand equity in hiring. Department staff also educates employees and union representatives to increase their knowledge of the merit system, impacts on City employment, and what employees can do to gain promotional opportunities within the City. Our office works closely with the City Attorney’s Office, Department of Human Resources staff, Office of Contract Administration staff, and the Gov Ops team to create alternative methods to efficiently move forward personal service contracts while maintaining transparency with the unions and the public.


Civil Service Commission -
TOTAL BUDGET — HISTORICAL COMPARISON

Budget

2023-2024 2024-2025 CHANGE 2025-2026 CHANGE
FUNDED POSITIONS ORIGINAL PROPOSED FROM PROPOSED FROM
BUDGET BUDGET 2023-2024 BUDGET 2024-2025

Total Funded 6.00 6.00 0.00 6.00

Non-Operating Positions (CAP/Other)

Net Operating Positions 6.00 6.00 0.00 6.00 0.00
Sources

Expenditure Recovery 430,839 430,839 430,839

General Fund 1,080.770 1,093,818 13.048 1,151,250 57.432

Sources Total 1,511,609 1,524,657 13,048 1,582,089 57,432
Uses - Operating Expenditures

Salaries 902,920 918,248 15,328 949,463 31,215

Mandatory Fringe Benefits 330,140 336.210 6.070 348.078 11.868

Non-Personnel Services 28,795 25,000 (3,795) 25,000

Materials & Supplies 3,395 3,055 (340) 3,055

Services Of Other Depts 246,359 242,144 (4,215) 256,493 14,349

Uses Total 1,511,609 1,524,657 13,048 1,582,089 57,432
Uses - By Division Description

CSC Civil Service Commission 1,511,609 1,524,657 13,048 1,682,089 57,432

Uses by Division Total 1,511,609 1,524,657 13,048 1,582,089
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Presenter Notes
Presentation Notes
Question: How does the department’s budget allocations help achieve its mission and objectives?

Response:
The Mayor’s proposed budget allows for the Civil Service Commission (CSC) to maintain its staffing levels and operate at optimal capacity. This  ensures effective oversight of the merit system and Civil Service Rules (CSR), and the authority to provide qualified candidates for City and County positions. 

The Department continues to work closely with City departments, labor unions, and the public on the updating civil service rules, policy clarification, hiring issues, appealable matters, and charter mandates. The Department also works with the Department of Human Resources to expedite and modernize hiring practices. Commission staff serves as racial equity thought leaders and members of the Pathways and Pipelines Peer Learning cohorts in collaboration with the Office of Racial Equity. They focus on implementing various avenues to City employment and advancing the City’s diversity, equity, and inclusion goals. 



PERFORMANCE MEASURES

FISCAL YEAR

GOAL

Create greater transparency and efficiencies in the Commission's procedures and communications

FY2022-23

ACTUALS

FY2023-24

PROJECTED

TARGET

FY2024-25

TARGET

FY2025-26

TARGET

The percentage of completed Inspection Service Requests 86% 92% 100% 100% 100%
# of employees for whom scheduled performance appraisals were completed (CSC) 30 6.0 6.0 6.0 6.0
# of employees for whom performance appraisals were scheduled (CSC) 50 6.0 6.0 6.0 6.0
Ensure the timely resolution of appeals
Percentage of appeals and requests for hearings processed within seven days 99% 100% 100% 100% 100%
Percentage of appeals forwarded and resolved by the Commission in the fiscal year 68% 75% 70% B0% 80%
Strenghten the Commission’s ability to meet its Charter mandates and oversee the operation of the merit
system
The number of merit system audits conducted and completed in the fiscal year 9.0 12 9.0 12 12
The percentage of completed responses to Inspection Service requests within 60 days 54% 78% 80% 90% a0%
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Presenter Notes
Presentation Notes
Question: What are the performance measures that the department uses to determine whether it is achieving its objectives?

Response: At the Civil Service Commission we transparency and efficiency to measure effective communication with stakeholders. The Department tracks percentage completion of inspection service requests and appeals to assess and measure if staff is achieving the objectives of the commission. Over the fiscal year since we have been able to reallocate staff efforts to focus on timely responses to these requests particularly since to number of inspections is on trend to double over last year.  

At the beginning of the fiscal year the Department implemented a new policy for City departments with appeal matters before the Commission. By implementing a new policy we have found departments to be more responsive to pending appeals and have been able to clean up our backlog, by administratively resolving appeals and calendaring long standing appeals for hearings before the commission. We are projected to meet our goal in appeals processing this year. 

Through the Merit System Audit program we are able to follow trends in hiring processes across the City and evaluate common concerns with the hiring process citywide, thereby enabling staff to make recommendations to DHR and other City depts for corrective actions in the hiring process. 

The Department also restructured staff performance appraisals to align with its mission and strategic plan so that staff can easily evaluate their contributions to the overall mission of the organization.  
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Organization Chart

[ Commissioners \

Jacqueline Minor, President

Kate Favetti, Vice President

Vitus Leung, Commissioner

F. X. Crowley, Commissioner

@zabeth Salveson, Commissioner j

Executive Officer
Sandra Eng
0961 — Department Head |

| |
Senior Human Resources Analyst [ Deputy Director
Luz Morganti Lavena Holmes
1244 - Sr. Human Resources Analyst L 0951 - Deputy Director |
| |
Human Resources Analyst [ Rules, Pers & Office Coordinator Systems, Training & Race Equity
Elizabeth Aldana (TE) Lizzette Henriquez Shamika Gordon
1241 - Human Resources Analyst L 1203 - Personnel Technician 1426 - Sr. Clerk Typist
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Presenter Notes
Presentation Notes
Question: Please include an organizational chart of your department. This chart or supporting documentation should include:
Position name, classification, and whether it is a permanent, temporary or exempt position
Whether the position is filled, vacant, or in the hiring process and anticipated hire date
A historic look the changes to your department’s staffing over the past 5 years

Response: The org chart represents the Civil Service Commission organizational structure over the past five years. The Department is finally fully staffed however, we experienced vacancies over different periods of times due to retirements, staff accepting promotional opportunities at other departments, and requests from our MBO Analyst to hold positions vacant for extended periods of time. For example, we held the 1426 Sr. Clerk Typist position vacant for approximately 18 months representing a 17% staffing decrease. We are in the recruitment process to fill our 1241 Personnel Analyst position permanently. It is currently filled in an exempt capacity.
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Mayor’s proposed budget for CSC

The proposed Fiscal Year (FY) 2024-25 budget of $1.52 million
for the Civil Service Commission is $0.01 million, or 0.9
percent, higher than the FY 2023-24 budget. This is primarily
due to salary and benefit cost increases.

The FY 2025-26 proposed budget of $1.58 million is $0.05
million, or 3.8 percent, higher than the FY 2024-25 proposed
budget. This change is due to increased salary and benefit
costs.
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Presenter Notes
Presentation Notes
Question - How did the Department respond to the Mayor’s budget instructions? What changes and reductions did your department make?


Response: 
The Department is on target to save approximately $0.2M in the current year primarily due to salary savings. While our current salary savings does not reflect ongoing savings, and it does not meet the reduction criteria for FY 24/25 savings; it does however, reflect savings in approximately the same dollar amount requested in year 1. 
 
A review of our very lean current base budget does not provide flexible annual costs to achieve the requested savings without eliminating a position. Our costs are fixed, with the exception of Professional Services and Materials/Supplies. The prepared budget assumes some savings. Our professional services, materials and supplies, and services of other departments line item were reduced and our rent to the Department of Real Estate was also slightly reduced.

We place emphasis on the measures we have taken meet the Mayor’s priorities particularly in the areas of citywide economic vitality and accountability and equity in service and spending. We have made great strides in partnership with the Departments of Human Resources, Contract Administration, Technology and the Government Operations Consortium to modify civil service rules to expedite City Hiring and modernize/streamline the personal services contracting process and create a new PSC database.  
 
In light of the City’s deficit we are not requesting any new positions added to Commission staff; however, to reiterate we are in the recruitment process to fill our 1241 Personnel Analyst position permanently. It is currently filled in an exempt capacity. 


Thank you

Sandra Eng, Executive Officer
Lavena Holmes, Deputy Director
628-652-1100 main number
www.sf.gov/civilservice




	Civil Service Commission
	CSC Mission
	Civil Service Commission - Budget
	Slide Number 4
	Organization Chart
	Mayor’s proposed budget for CSC
	Thank you

