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Executive Director Director

January 2018

The Honorable Thomas V. Mike Miller, Jr., President of the Senate
The Honorable Michael E. Busch, Speaker of the House of Delegates
Honorable Members of the Maryland General Assembly

Ladies and Gentlemen:

Over the course of the 2016 and 2017 interims, the Department of Legislative Services
(DLS) conducted an analysis of the adequacy of staffing levels in the Executive Branch of
Maryland. The number of employees in the Executive Branch in Maryland, exclusive of higher
education employees, has decreased by over 6,500 positions between 2002 and 2018. Reductions
in positions and the lack of increases in pay have been the result of years of post-recession cutbacks
following economic downturns in 2001 and 2008; a trend not specific to Maryland. DLS reviewed
laws, rules, regulations, caseload standards, and best practices related to agency staffing and
quantified the need for 2,631 positions (1,126 new authorized positions and the need to fill
1,505 existing positions) in 11 agencies. The report also notes:

] high vacancy levels throughout State government and specific position classifications, due
in part to high levels of budgeted turnover and uncompetitive compensation;

° low compensation levels, which impede the ability of the State to recruit and retain
employees. State employees earn significantly less for comparable positions and while
salary increases have kept pace with inflation since 2008, they have not kept pace with
other levels of government; and

° adoption of extraordinary measures to make up for the loss of authorized positions while
working to meet workloads, including interagency agreements with higher education
institutions, hiring more contractual full-time equivalents, outsourcing to the private sector,
and requiring direct service workers to assume more administrative duties.

This report includes recommendations to begin addressing the issues raised, including
annual increases in employee compensation, selected salary increases for high vacancy positions,
reviews of hiring standards, the provision of new positions, a review of the cost effectiveness of
outsourcing to the private sector versus State employees, a review of interagency agreements with
higher education institutions, and potential statutory changes.
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David B. Juppe, Senior Operating Budget Manager of the Office of Policy Analysis wrote
the report, and Maureen R. Merzlak was responsible for production of the manuscript. Your
questions and comments are welcomed.

Sincerely,
/OH&@M th M L er Bndho
Victoria L. Gruber Ryan Bishop
Executive Director Director
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Executive Summary

The number of employees in the
Executive Branch in Maryland, exclusive of
higher education employees, has decreased by
over 6,500 positions between 2002 and 2018.
This is a trend that is not specific to Maryland,
as U.S. Census data shows that state and local
government workforces contracted following
the 2001 and 2008 recessions and have not
rebounded to pre-recession levels. Of note,
Maryland is ranked nineteenth in population,
on a per capita basis, but ranks thirty-second
in the number of State and local employees per
10,000 population. The Department of
Legislative Services (DLS) reviewed laws,
rules, regulations, caseload standards, and best
practices related to agency staffing and can
quantify the need for 2,631 positions
(1,126 new authorized positions and the need
to fill 1,505 existing positions) in 11 agencies.
Although anecdotal evidence suggests
additional staffing shortfalls, DLS did not
account for any position needs that could not
be specifically quantified.

In the course of this study, additional
issues came to light. These included:

e high vacancy levels throughout State
government as well as in specific position
classifications, due in part to high levels of
turnover expectancy assumed in agency
budgets but also due to uncompetitive
compensation;

e adoption of extraordinary measures to
make up for the loss of authorized
positions in order to meet workloads,
including interagency agreements with
higher education institutions, hiring more
contractual full-time equivalents,
outsourcing to the private sector, and

vii

requiring direct service workers to assume
more administrative duties; and

e |ow compensation levels have impeded
the ability of the State to recruit and retain
employees. State employees earn
significantly less than comparable
positions and while salary increases have
kept pace with inflation since 2008, they
have not kept pace with other levels of
government. Maryland is a wealthy state
and ranks fifth in personal income. A
national study found that the average State
salary ranks twenty-ninth in the United
States when factoring in the cost of labor.

Recommendations

The loss of positions, increased vacancies,
and erosion of competitive employee
compensation has occurred over the course of
16 years and three Governors. Reductions in
positions and the failure to increase pay have
been the result of years of post-recession
cutbacks following economic downturns in
2001 and 2008. Given the magnitude of the
problem, there are no quick fixes to adopt, and
it will likely take many years to address the
issues raised in this study. DLS recommends
a number of short- and long-term strategies to
begin addressing the issues, including annual
increases in employee compensation, selected
salary increases for high vacancy positions,
reviews of hiring standards, the provision of
new positions, a review of the cost
effectiveness of outsourcing to the private
sector versus State employees, a review of
interagency agreements with higher education
institutions, and potential statutory changes.
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Chapter 1. Study Objectives and Methodology

Background

Since hitting a peak of 55,980 positions in fiscal 2002, Executive Branch positions in
Maryland (exclusive of higher education and the Judicial and Legislative branches, which have
position creation autonomy) have decreased by over 6,500, to 49,469 regular positions in
fiscal 2018. This is the result of multiple rounds of cost containment after recessions in fiscal 2001
and 2008. Position abolitions have been implemented by three Governors on a prorated basis
relative to agency size. Anecdotal evidence in budget analyses prepared by the Department of
Legislative Services (DLS) suggested that a number of agencies were understaffed, leading DLS
to undertake a more comprehensive review of Executive Branch staffing during the 2016 and 2017
interims.

Exhibit 1.1 illustrates trends in the number of authorized regular positions in the State
between fiscal 2002 and 2018. Overall, the number of positions peaked at just over 81,000 in
fiscal 2002 and 2008, prior to actions to address shortfalls following the 2001 and 2008 recessions.
As shown, agencies have declined in the number of authorized positions since fiscal 2002, while
higher education institutions have grown by nearly 5,000 positions in the same timeframe.

Exhibit 1.1

Maryland Authorized Regular Position Trends
Fiscal 2002-2018
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Source: Department of Budget and Management; Department of Legislative Services
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2 Executive Branch Staffing Adegaucy Study

Research Objectives

Research for the study consisted of data gathered from various documents; workload trend
data; agency site visits; and meetings with the representatives of the American Federation of State,
County, and Municipal Employees (AFSCME) and AFSCME employees. DLS budget staff
attended more than three-dozen site visits to agencies and reviewed five years of budget analyses,
workload indicators, fiscal/compliance audits, staffing studies, laws, regulations, caseload
standards, national benchmarks and practices, and other studies. A summary of staffing issues was
prepared for 32 agencies and programs, included as Appendix 1 of this report. Each summary
consists of a comparison of each agency’s adjusted position complement (both regular positions
and contractual full-time equivalents (FTE)) between fiscal 2002 and 2018, vacancy levels, issues
of compensation, and an analysis of staffing levels. Although many agencies and State employees
provided anecdotes of understaffing, DLS only included findings where shortfalls could be
quantified and documented.

As seen in Exhibit 1.2, DLS also relied on staffing studies completed by the
Executive Branch in response to budget committee narrative, budget language, statutory
provisions, or internally conducted reviews of staffing levels.

Exhibit 1.2
Executive Branch Staffing Analyses
By Calendar Year
Agency Calendar Year of Staffing Study
Public Defender 2017
Health: Office of Health Care Quality 2017
Public Safety and Correctional Services 2017
Environment 2007
Juvenile Services 2017
State Police 2017
Health: Behavioral Health Administration 2016
Human Services: Child Welfare 2016

Source: Office of the Public Defender; Maryland Department of Health; Department of Human Services; Department
of Public Safety and Correctional Services; Maryland Department of the Environment; Department of Juvenile
Services; Department of State Police
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Methodology

This study reviews personnel data for all Executive Branch agencies with the exception of
higher education institutions, since higher education has position creation authority. The personnel
complements for the Judicial and Legislative branches of government were also excluded, since
the Maryland Constitution requires the Governor to accept the budget and personnel requests of
these separate branches of government without revision.

Data Comparability

Between fiscal 2002 and 2018, Executive Branch agencies underwent numerous changes.
In order to make a like comparison of the personnel complements for those 2 fiscal years,
adjustments needed to be made to account for the changes made over 16 years. As noted below,
this included merging or transferring of programs or functions, facility closures, and budgetary
transfer of vacant positions. A more complete discussion of these adjustments and data by agency
can be found in Appendix 2 of this document.

Merging or Transferring of Programs or Functions

As seen in Exhibit 1.3, seven programs or functions were transferred to other agencies.
This was either the result of legislation or administrative reorganizations within the
Executive Branch. A total of 467.5 regular positions and 6.0 contractual FTEs were transferred
between agencies as a result of these actions. For comparability purposes, positions were adjusted
in the 2002 base in order to match the location of the program or function in fiscal 2018.

Facility Closures

Between fiscal 2005 and 2017, approximately three dozen facilities or wards were closed
at State facilities. Approximately 1,200 positions were abolished. The total would have been
higher, but the Department of Public Safety and Correctional Services (DPSCS) maintained a
number of correctional officer positions after the closure of the House of Correction and the Men’s
and Women’s Detention Centers in order to address understaffing at other facilities.
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Exhibit 1.3

Programs or Functions Transferred between Agencies
Fiscal 2002 and 2018

Function/Purpose Regular Contractual
Transferred Funded in 2002 Funded in 2018 Positions FTEs
Child Care Department of Human  Maryland State 191.0
Administration Services Department of
Education (MSDE)
Correctional MSDE Department of Labor, 183.5
Education Licensing, and
Regulation (DLLR)
Museum Services Department of Maryland Department of 75.0
Housing and Planning
Community
Development
Agency Merged Governor’s Workforce DLLR 10.0
Investment Board
Agency Merged State Higher Education  Executive Boards, 3.0 2.5
Labor Relations Board Commissions, and
Offices
Agency Merged Office for Smart Maryland Department of 3.0 2.5
Growth Planning
Agency Merged Forvm for Rural Maryland Department of 2.0 1.0
Maryland Agriculture
Total 467.5 6.0

FTE: full-time equivalents

Source: Department of Legislative Services

Budgetary Transfers of Vacant Positions

Each year when the budget allowance is submitted by the Governor, a number of vacant
positions are transferred between agencies to address staffing needs in the receiving agencies. DLS
reviewed allowance data submitted each year between fiscal 2002 and 2018 to capture this
movement of vacant positions.
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Data Comparison

Exhibit 1.4 provides the comparison of personnel complements by agency after adjusting
for program and function transfers, facility closures, and the transfer of vacant positions. As

shown, there is a net effect of about 5,400 fewer positions in agencies since fiscal 2002.

The

Maryland Department of Health and DPSCS lost the greatest number of positions, accounting for
2,300 positions, or 43% of the total positions lost. As a percent of the workforce, the Department
of General Services; the State Department of Assessments and Taxation; the Maryland Department
of Agriculture; and the Department of Labor, Licensing, and Regulation each lost over 20% of

their respective positions.

Adjusted Executive Branch Positions by Agency

Exhibit 1.4

Fiscal 2002-2018

Adjusted
for Budgetary Facility
Mergers  Transfers Closures Adj.

Agency 2002 Act. 2002-2018  2002-2018 2002
Public Safety and

Correctional Services 11,663 -9 -255 11,399
Transportation 9,538 -4 0 9,534
Human Services 7,173 -19 0 7,154
Health 8,555 15 -898 7,672
State Police 2,590 -1 0 2,589
Juvenile Services 2,123 -35 -2 2,086
Labor, Licensing, and

Regulation 1,900 0 0 1,900
Education 1,371 32 0 1,403
Natural Resources 1,618 -2 0 1,616
Comptroller 1,152 0 0 1,152
Environment 1,028 0 0 1,028
Public Defender 763 0 0 763
Assessments and

Taxation 763 0 0 763
General Services 793 5 0 798
Agriculture 482 0 -3 479
Other 4,470 28 -7 4,491
Total Executive Branch 55,980 10 -1,165 54,825
Higher Education 21,386 -10 0 21,377

Source: Department of Budget and Management; Department of Legislative Services

Work.
2018

10,554
9,058
6,224
6,187
2,436
1,978

1,491
1,410
1,333
1,115
893
889

592
581
355
4,375
49,469

26,298

Change
2002-
2018

-844
477
-930
-1,485
-153
-108

-409
7
-284
-37
-135
125

-171
-217
-124
-116
-5,356

4,921

%
Change
2002-
2018

-1.2%
-5.0%
-13.0%
-17.4%
-5.9%
-5.1%

-21.5%
0.5%
-17.5%
-3.2%
-13.1%
16.4%

-22.4%
-27.4%
-25.7%
-2.6%
-9.6%

23.0%
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Overall, the Executive Branch has shed just under 10% of its workforce, exclusive of
higher education institutions, since fiscal 2002.



Chapter 2. State and Local Data Trends

National Trends in Public-sector Employment

The reduction in public sector employment is not specific to Maryland, as seen in
Exhibit 2.1, which shows cumulative job growth in state and local government employment versus
all other industries since the recession of 1957. Unlike all prior recessions, when job growth
rebounded in all sectors five years after the end of each recession, state and local government
employment remains 2.5% lower than the levels seen prior to 2008.

Exhibit 2.1

Cumulative Job Growth Nationally after Five Years of Recovery
Percent Growth by Recession

25%

20%

15%

10% —
L]

-5%

1957 1960 1969 1973 1980 1981 1990 2001 2007

O State and Local Government ~ mOther Industries

Source: Moody’s Analytics

U.S. Census Data

The U.S. Census Bureau collects and publishes data annually from state and local
governments on the total number of employees as well as employment by functional categories.
Due to variances in the functions and services provided by state and local governments across the
United States, both levels are reported here to ensure data comparability. Exhibit 2.2 shows total
state and local government employment in the United States between 2002 and 2015 (the most
recent year for which data is available). Across all 50 states, the number of employees grew 4%

7
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over this period to 16.2 million employees. In Maryland, State and local employment grew by
almost 18,000 positions, or 6%. The full list of state and local employment for every state for each
of the following charts can be found in Appendix 3.

2015
Ranking

18

Exhibit 2.2

State and Local Government Employment
July 1, 2002 vs. July 1, 2015

July 1, 2002 July 1, 2015

Employment Employment Change % Change
United States 15,663,469 16,231,915 568,446 4%
Maryland 285,605 303,422 17,817 6%

Source: U.S. Census Bureau; Department of Legislative Services

As shown in Exhibit 2.3, state and local government employment per 10,000 of population
shows a 7% decrease nationwide to 507 employees per 10,000 citizens. This indicates that the

population grew faster than state and local government employment.

Maryland was ranked

thirty-second in the United States for its number of state and local employees per 10,000 population

in 2015.

Exhibit 2.3

State and Local Government Employment by 10,000 Population

2015
Ranking
Employees
Per Capita

32

Source: U.S. Census Bureau; Department of Legislative Services

Employees Per Capita
2002 vs. 2015

United States

Maryland

2002
Employees
Per 10,000
Population

544
523

2015
Employees
Per 10,000
Population

507
506

%
Change Change
-37 -T%
-17 -3%
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Exhibit 2.4 and Exhibit 2.5 illustrate state and local government employment growth by
function, as reported to the U.S. Census Bureau in 2002 and 2015. At the national level, K-12
education employment (a local function) represented 41% of full-time equivalent employment.
Employment grew in 8 of the 13 categories shown, with the largest growth in the K-12 and higher
education areas. The police and fire function also showed significant growth. Larger decreases
are seen in transportation and public welfare, as spending and caseloads have declined.

Exhibit 2.4
State and Local Government Full-time Equivalent Employment
By Function
2002 vs. 2015
2002 2015 Change % Change
K-12 Education 6,374,761 6,654,507 279,746 4%
Higher Education 1,827,038 2,092,022 264,984 15%
Hospitals and Health 1,341,496 1,408,774 67,278 5%
Police/Fire 1,187,878 1,258,892 71,014 6%
Other 1,162,155 1,099,258  -62,897 -5%
Transportation 822,956 776,606 -46,350 -6%
Corrections 703,231 700,951 -2,280 0%
Public Welfare 524,125 508,508  -15,617 -3%
Utilities/Solid Waste/Sewer 483,422 488,848 5,426 1%
Judicial and Legal 404,368 409,542 5,174 1%
Finance Administration 380,836 397,208 16,372 4%
Parks and Recreation 261,712 264,934 3,222 1%
Natural Resources 189,491 171,865 -17,626 -9%
15,663,469 16,231,915 568,446 4%

Source: U.S. Census Bureau; Department of Legislative Services

In Maryland, as seen in Exhibit 2.5, State and local government employment trends
generally mirror the national data with limited exceptions. K-12 education employment is the
largest category of employment, at 42% of State and local personnel complements. Both K-12
and higher education employment were the largest areas of growth, similar to national trends.
Exhibit 2.5 shows that Maryland experienced much stronger growth in the Corrections and
Judicial/Legal functions. Maryland also saw declines in transportation employment because the
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Maryland Department of Transportation has reduced the size of the State Highway Administration
and in public welfare as the caseload has decreased since the 2008 recession.

Exhibit 2.5
State and Local Government Full-Time Equivalent Employment

By Function: Maryland
2002 vs. 2015

Function 2002 2015 Change % Change
K-12 Education 111,873 126,767 14,894 13%
Higher Education 36,767 40,743 3,976 11%
Police/Fire 23,256 25,887 2,631 11%
Other 26,273 25,183 -1,090 -4%
Corrections 14,814 16,256 1,442 10%
Hospitals and Health 16,582 15,148 -1,434 -9%
Transportation 13,757 11,837 -1,920 -14%
Public Welfare 10,981 9,762 -1,219 -11%
Judicial and Legal 7,359 8,580 1,221 17%
Utilities/Solid Waste/Sewer 8,156 7,688 -468 -6%
Finance Administration 5,921 5,886 -35 -1%
Parks and Recreation 7,284 7,029 -255 -4%
Natural Resources 2,582 2,656 74 3%
285,605 303,422 17,817 6%

Source: U.S. Census Bureau; Department of Legislative Services
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Quantifiable Personnel Shortfalls

The Department of Legislative Services (DLS) estimates that there are staff shortages of
2,631 positions in 11 agencies of State government. This consists of the need for 1,126 additional
authorized positions and the need to fill 1,505 existing positions to allow 6 agencies to meet
staff-to-caseload ratios outlined in staffing studies or to comply with statute. Exhibit 3.1
summarizes the position need by agency and functional purpose. Additional detail is provided
below for the position needs in the Department of Public Safety and Correctional Services
(DPSCS), the Maryland Department of the Environment (MDE), the State Department of
Assessments and Taxation (SDAT), the Department of State Police (DSP), the Department of
Juvenile Services (DJS), the Office of the Public Defender (OPD), the Maryland Department of
Health (MDH), the Maryland Commission for Civil Rights (MCCR), the Department of General
Services (DGS), Historic St. Mary’s City Commission (HSMCC), and the Secretary of State.

Exhibit 3.1
Quantifiable Staffing Shortages by Agency and Function
Additional
Positions Vacant

Agency/Function Needed Positions  Total

Department of Public Safety and Correctional Services 154 937 1,091
Department of State Police 193 182 375
Maryland Department of the Environment 295 295
Department of Juvenile Services 79 189 268
Maryland Department of Health 93 143 236
State Department of Assessments and Taxation 200 34 234
Office of the Public Defender 89 20 109
Maryland Commission for Civil Rights 8 8
Department of General Services 8 8
Historic St. Mary’s City Commission 4 4
Secretary of State 3 3
Total 1,126 1,505 2,631

Source: Department of Legislative Services

11



12 Executive Branch Staffing Adequacy Study
Department of Public Safety and Correctional Services
Correctional Officers

Chapter 829 of 2017 required DPSCS to submit a security and staffing report for all DPSCS
facilities every two years, beginning on October 31, 2017. Each submission is to provide:

J a post-by-post analysis that identifies the actual number of positions needed to safely and
securely staff each institution;

J the amount of overtime currently being used to meet minimum standards;

J an accounting of all institution activities that have been impacted by staffing levels;
J an assessment of expected future turnover in personnel; and

J an analysis of the need for additional staff.

In its first submission, DPSCS noted that a lack of properly trained staff has left the
department unable to conduct an updated staffing analysis, as required by the legislation. The
report did provide the most recently approved staffing plan for each facility. In total, these plans
indicate the need for approximately 6,407 correctional officer (CO) positions. By comparison,
after accounting for the loss of 376 CO positions in the fiscal 2018 allowance, the CO complement
for all DPSCS facilities only provides 6,253 positions. This would indicate a shortfall of
154 positions.

With the department’s shifting facility complement and declining population, these staffing
plans have the potential to be out of date. In addition, the consistently increasing vacancy rate
over the past two years suggests that DPSCS will face challenges in their ability to fill new
positions. At this time, priority should be placed on developing a plan to successfully recruit for
the department’s more than 900 vacant CO positions.

It should be noted that the coming years could potentially alleviate some of the gap between
filled and unfilled CO positions. The size of Maryland’s incarcerated population has been slowly
declining, consistent with national crime and incarceration trends. The population under the
jurisdiction of the Division of Correction decreased by nearly 9.0% between fiscal 2012 and 2016.
Additionally, provisions of the 2016 Justice Reinvestment Act, which is intended to reduce the
State’s incarcerated population, went into effect in October 2017. Significant decreases in the
population eventually would allow the department to continue closing facilities and, therefore,
decrease the number of necessary State COs. The declining detention population in Baltimore City
has also allowed the department to close multiple facilities and relocate inmates and associated
personnel to other areas. Therefore, it is recommended that the General Assembly should continue
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to monitor the department’s CO staffing needs and the development and implementation of plans
to successfully recruit for the department’s more than 900 vacant CO positions.

Department of State Police
Uniformed Troopers and Civilian Administrative

National standards or methodologies do not exist for identifying the appropriate number of
sworn personnel allocated to DSP. In addition, DSP responsibilities vary significantly by
jurisdiction. For these reasons, evaluating what is an adequate number of positions to fulfill the
department’s mission is difficult. Over the years, DSP has effectively leveraged new technologies,
such as the use of electronic citations, a new Computer-aided Dispatch/Records Management
System, automated crash reporting, electronic safety equipment repair orders, and other patrol
vehicle improvements to achieve positive performance measures despite a decrease in personnel.

The lack of civilian staff support and issues with the recruitment and retention of sworn
personnel continue to pose problems for the department. The resulting impact is high vacancies,
resources lost on constant entry-level training, increased overtime spending, and uniformed
personnel dedicated to completing administrative tasks instead of being available for enforcement.

In June and September 2017, DSP released detailed reports evaluating the department’s
ability to improve its hiring processes and the overall adequacy of its existing workforce
complement. The hiring process evaluation found several areas for potential improvement,
particularly among civilian staff. According to the report, DSP is in the process of developing an
internal recruitment plan of action, similar to what is used for recruiting sworn personnel,
dedicating staff specifically to the task of recruiting for civilian positions, and creating an
automated tracking program to monitor the progress of filling vacant positions. In addition, DSP
is creating trackable performance measures specifically to address the timeliness of the hiring
process. The report also evaluated compensation as an issue with filling sworn and civilian
vacancies. It was found that Maryland is below the regional average for both pre- and
post-academy salaries of sworn officers. In addition, the report highlights compensation concerns
among police dispatcher and automotive maintenance positions.

The DSP staffing study utilized several methodologies for evaluating sworn and civilian
staffing needs within each individual unit of the department’s three bureaus and the
Superintendent’s staff. Taking into account recommendations made by the Office of Legislative
Audits (OLA) regarding the potential for civilianizing certain functions currently being performed
by sworn officers, the report identified the need for 193 additional positions (98 sworn and
95 civilian). Approximately 80% of the additional sworn positions are needed to cover patrol
duties at the various barracks throughout the State. This analysis is based on a workload study
evaluating average calls for service and the time required to address each call. This analysis also
accounted for the department’s relief factor, a measure used to show the relationship between the
maximum number of days that an officer can work and those actually worked due to training,
special assignments, and paid leave. Evaluation of staffing needs in the other units was based, in
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part, on anecdotal information, but referenced measurable data where possible (e.g., number of
calls to the Gun Center, pounds of drugs seized, and workload demand for the digital forensics
laboratory).

Maryland Department of the Environment

Inspectors and Administrative Positions

The 2016 Joint Chairmen’s Report (JCR) included a request for a report on compliance
and enforcement inspections and positions in MDE and the Maryland Department of Agriculture.
The report was requested to include information on the necessary inspectors per inspection activity
associated with Chesapeake Bay restoration, the actual inspectors per inspection activity, and both
the funding and programmatic changes needed to reach the necessary inspectors per inspection
activity. The report also was requested to include all inspection activities conducted by MDE’s
Water Management Administration, the Land Management Administration, and the Air and
Radiation Management Administration and the number of regular positions and contractual
full-time equivalents (FTE) associated with the inspections, including the number of vacancies for
fiscal 2011 through 2018 estimated.

The primary evidence for understaffing is a 2007 staffing study conducted by MDE that
demonstrated a need for 342 additional positions to comply with minimum mandated regulations.
MDE cited this staffing shortfall in its response to a 2011 fiscal/compliance audit that showed that
MDE had failed to conduct certain inspections as required by regulation. In 2017, the
Administration repealed the regulations related to at least one component of this deficiency, the
requirement that MDE inspect every active construction site for compliance with erosion and
sediment control plans an average of once every two weeks. After adjusting for the estimated
47 positions needed to comply with the former regulations, it is estimated that MDE requires at
least another 295 positions to comply with workload mandates. MDE confirmed that the staff
need identified in the 2007 study was still valid but could not provide detail on the specific
positions needed.

State Department of Assessments and Taxation

Property Assessors

While SDAT has several distinct functions, the majority of the agency’s staff (452.6 regular
positions) are assigned to real property and business property evaluation. These programs include
the assessors along with their support staff and supervisors. Under Tax — Property Article
88-104(b)(1), SDAT is required to conduct an “exterior physical examination of each property in
the State once every three years.” There are over 2.2 million taxable parcels statewide and
144 nonsupervisory assessors in the residential property division.

In order to fulfill SDAT’s mandate, each assessor would have to visit and reevaluate
approximately 5,100 properties each year. In a 2015 report, SDAT noted that an experienced
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assessor working efficiently can evaluate 2,500 properties per year. Additionally, during the
2016 legislative session, SDAT offered a departmental bill (SB 115) that would have authorized
the use of aerial imagery in place of physical property inspections. This change would have
allowed assessors to do most of their work from their desk, and SDAT estimated that each assessor
could be reasonably expected to conduct 3,750 assessments per year, a 50% increase in efficiency.
Even at that rate, the agency would still need more than 100 additional assessors to meet the
statutory requirement. This legislation did not pass and the law continues to require SDAT to
conduct ext