Texas State Boarp or Popiatric Mepicar KixamINERS

PHYSICAL ADDRESS: 333 GUADALUPE, TOWER 11, SUITE 320, AUSTIN, TEXAS 78701
MAILING ADDRESS: P.O. Box 12216, AUSTIN, TEXAS 78711
NATIONAL TOLL FREE COMPLAINT HOTLINE: 1.800.821.3205
VOICE: 512.305.7000 FAX: 512.305.7003
WEB: www.tsbpme.texas.gov

FY 2015 - FY 2019
AGENCY STRATEGIC PLAN

Published by the Texas State Board of Podiatric Medical Examiners

For the:

State of Texas
Governor’s Office of Budget, Planning and Policy
Legislative Budget Board

(Pursuant to Texas Government Code Chapter 2056)




AGENCY STRATEGIC PLLAN

FOR THE FISCAL YEARS 2015-2019 PERIOD

BY

TEXAS STATE BOARD OF PODIATRIC MEDICAL EXAMINERS

BOARD MEMBER DATES OF TERM HOMETOWN
Travis Motley, DPM, President 2007-2017 Colleyville, TX
Harold Ashley Ledger, DPM, Vice President  2009-2013 Nolanville, TX
Charles J. Hubbard, DPM, Secretary 2009-2015 Austin, TX

J. Michael Lunsford, DPM 2008-2019 Katy, TX

Joe. E. Martin, Jr., DPM 2008-2019 College Station, TX
Mr. James M. Miller 2008-2019 Aledo, TX

Brian Carpenter, DPM 2011-2017 Bridgeport, TX
Mr. Fred E. Davis, JD 2011-2017 Austin, TX

Ms. Chakilla Robinson 2014-2015 Katy, TX

DATE OF SUBMISSION: JUNE 20, 2014

;j%gw;ﬁzka%ﬁa ﬁ fﬁ?f&ﬁ%@w

SIGNED: Mr. Hemant Makan
Executive Director

APPROVED:

Travis A. Motley, DPM
Board President



TABLE OF CONTENTS

Statewide Elements
Statewide VISION. .o iee it
Statewide MISSION .vvvvriierii ittt eeeees
Statewide Philosophy ........ccooviiiiii
Relevant Statewide Goals and Benchmarks...................

Agency Elements
Agency MISSION. ...vviiit it
Agency Philosophy........cooveiiiii

External/Internal Assessments
Overview of Agency Scope & Functions......................
Historical Perspective........c.ooovviiiiiiiiii iy
FUNCHIONS. .. v vt
Organizational Aspects & TX Health Professions Council..
Scope of Practice.........coovvvviiiiiiiiiiii
TSBPME Enforcement/Investigations & 53/Peer. ...
Peace Officer/Law Enforcement Status ................
TSBPME $75K Fine & FBI Assistance & More......
TSBPME License Exam Process & UT-Austin........
TSBPME Victim Advocacy Recognition...............
Texas Population Forecast & Patient Needs & HR....
Consolidation — 80" & 82™ Sessions...................
February 2008 Governor “BPR” Report................
FY 2010-2011 5% Budget Reduction ...................
Capital ASSEtS.....ovviii i
Fiscal ASPECtS...uvvreieie i
Service Population Demographics...........c.oooooviiiinn.
Technology Resources Planning..................oovveiiiinnn,
HPC 2008 “Legacy” Database Project..................
Economic Variables...........ccooiiiiiiiii i
Impact of Federal Statutes/Regulations........................
Discussion of Current-Year Activities & Improvement......
Benchmarks for Fiscal Year 2013 ...

Agency Goals (Includes “H.U.B.” Goal) .........ccooviiiiiiinnn.

Agency Obijectives and Qutcome Measures................o.eveens

BN

10
14
15
20
24
24
25
26
27
27
27
28
31
31
32
34
39
40
41
42
42

44

45



Agency Strategies & OQutput/Efficiency & Explanatory Measures

N LB 21T T 46
Efficiency Measures. . ..ooveeveeivri e 46
Explanatory/Input Measures...........ooovviiiiiiiiiiiien .. 46
OULPUL MEASUTES . .ttt e ettt 47
Agency Action Plans...............oooiii 48
Technology Resource Planning. ..., 50

Appendices

e Appendix A — Agency Planning Process..........covvvviiiiiiinininnin, 56
¢ Appendix B — Agency Organization Chart..........cooevvivininininnnn, 58
e Appendix C — Five Year Projections for Outcomes..................... 59
e Appendix D — Performance Measure Definitions........................ 60
e Appendix E — Workforce Plan......c.ccceevvevnvivicineiiniiinenninenninn 72
e Appendix F — Survey of Organizational Excellence/Engagement...... 79

INTRODUCTION

Beginning in 1991, Texas initiated a comprehensive process of strategic planning for all state"
agencies within the executive branch of government. House Bill 2009, Seventy-second Legislature,
Regular Session, 1991, authorized the process. This legislation established the requirements and time
frame under which Texas completed its first planning cycle.

House Bill 2009 was subsequently codified as Chapter 2056 of the Government Code.

In 1993, the Legislature amended Chapter 2056 of the Government Code to consolidate certain
planning requirements and to change the required planning horizon from six years to five years (i.e.,
the second year of the current biennium and the next two biennia). Agencies must complete and
submit plans every two years; however, they may engage in planning on a continual basis and may
adjust plans internally as changing conditions dictate.

CONCEPTUAL FRAMEWORK

Strategic planning is a long-term, iterative, and future-oriented process of assessment, goal setting,
and decision-making. It includes a multiyear view of objectives and strategies for the accomplishment
of agency goals. Clearly defined results provide feedback that leads to program performance that
influences future planning, resource allocation, and operating decisions. The strategic planning
process incorporates and sets direction for all agency operations.



An agency’s “Strategic Plan” (with a minimum “9 Tiers™) is a formal document that communicates its
goals, directions, and outcomes to various audiences, including the Governor and the Legislature,
client and constituency groups, the public, and the agency’s employees.

STRATEGIC PLANNING AND BUDGETING

A successful strategic planning process provides many benefits to agencies and those affected by their
operations. As an agency clarifies its purpose and direction, it will develop a stronger identity. The
plan enhances decision-making by improving internal communication, and by identifying the
agency’s long-term goals and the factors affecting the agency.

The process of developing the strategic plan also improves the agency’s external communications and
emphasizes customer service (see chart below).

Strategic planning will guide budget preparation and establish a basis for measuring success. Strategic
planning relies on careful consideration of an agency’s capabilities and environment and may lead to
priority-based allocation of fiscal, human, technological, capital, and other resources. The strategic
plan defines what an agency is and intends to be, as well as the principles guiding it. The plan outlines
agency goals and objectives and produces strategies that lead to priority-based resource allocation
decisions the agency plans to follow to achieve these long-term goals. Successful strategic planning is
characterized not only by compliance with statutory requirements, but also by leaders, managers, and
all employees of the agency being committed to the planning process and to the strategic plan.
Ultimately, strategic planning will succeed or fail according to how well the process results in quality
services. Producing identifiable and meaningful results is essential to a successful process.
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PURPOSES OF STRATEGIC PLANNING

The goal of strategic planning is to anticipate and accommodate the future by identifying issues,
opportunities, and problems. Strategic planning for Texas state government serves a number of
distinct, though interrelated, purposes. These purposes include:



to establish statewide direction in key policy or functional areas to move away from crisis-
driven decision-making;

to provide a starting point for aligning resources in a rational manner to address the critical
issues facing the state now and in the future;

to make state government more responsive to the needs of Texans by placing greater
emphasis on benefits and results than on simply service efforts and workload;

to bring focused issues to policymakers for review and debate;

to provide a context to /ink the budget process and other legislative processes with priority
issues, and to improve accountability for the use of state resources;

to establish a means of coordinating the policy concerns of public officials with
implementation  efforts and to  build interagency, intergovernmental,  and
public/private/nonprofit partnerships; and

to provide a forum for communication between service providers and the constituents they
serve.

STRATEGIC PLANNING TEMPLATE OVERVIEW

The Texas strategic planning template comprises nine “tiers.” The Governor and the Legislative
Budget Board develop the first two, which contain the statewide vision, mission, philosophy, goals,
and benchmarks (i.e., “statewide elements”). These elements serve as a foundation for the strategic
planning process. Agencies develop the elements in the remaining tiers as they prepare their strategic
plans. The chart below shows the “9 Tiers” of the strategic planning template. Each tier is linked to
the others. The tiers are briefly described below.

1

. STATEWIDE VISION, MISSION, AND PHILOSOPHY

Vision—an inspiring view of the preferred future

Mission—a concise statement of the basic purpose and role of Texas state government
Philosophy—a statement of the core values and principles underlying Texas state government
service

. STATEWIDE GOALS AND BENCHMARKS

Statewide Goals—general ends toward which the state directs its efforts
Statewide Benchmarks—specific performance indicators and targets used to assess progress
at the statewide level in achieving statewide goals

. AGENCY MISSION

The reason for an agency’s existence (to be developed and submitted by agencies)

. AGENCY PHILOSOPHY

The expression of core values and principles for the conduct of the agency in carrying out its
mission (to be developed and submitted by agencies)

. EXTERNAL/INTERNAL ASSESSMENT

An evaluation of key factors that influence the success of an agency in achieving its mission
and goals (to be developed and submitted by agencies)
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AGENCY GOALS
General ends toward which agencies direct their efforts (to be developed and submitted by
agencies in the order of their priority)

OBJECTIVES AND OUTCOME MEASURES
Clear targets for specific action and the quantified results or effects of that action (to be
developed and submitted by agencies in the order of their priority)

STRATEGIES AND OUTPUT, EFFICIENCY, AND EXPLANATORY MEASURES
Methods to achieve goals and objectives and the quantified end products, proficiencies, and
descriptive indicators of the agencies’ efforts (to be developed and submitted by agencies in
the order of their priority)

. ACTION PLANS

Detailed methods for implementing the strategies (to be developed and maintained by
agencies, but not included as part of their strategic planning submissions)
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STRATEGIC PLANNING ELEMENTS

The chart below shows the relationship between the elements of the strategic planning process. Each
of these elements is described in greater detail in other parts of this document.
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ACTION PLANS |

]

; OUTCOME MEASURES
STATEMENTS L OUTPUT MEASURES
OF IMPACT j EFFICIENCY MEASURES
EXPLANATORY MEASURES

STRATEGIC PLANNING AND THE APPROPRIATIONS PROCESS

Since 1992, strategic planning has been the first step in Texas’ Strategic Planning and Performance
Budgeting System. This system recognizes a relationship between strategic planning, allocation of
resources, and performance evidenced by quality service.

The chart below shows linkages within the Strategic Planning and Performance Budgeting System.

An agency’s strategic plan is often used as a starting point for developing the agency’s budget
structure, (i.e., goals, strategies, measures, measure definitions, and other items of appropriation).

Agencies must develop budget structures that provide sufficient detail to be understandable. An
agency’s budget structure does not necessarily need to mirror its strategic plan.

Any changes to an agency’s 2016—17 budget structure must be requested in writing by its assigned
due date listed in Appendix C using the template shown in Appendix D of the instructions and
approved by the Governor’s Office of Budget, Planning and Policy and the Legislative Budget Board.
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STATE AGENCY PARTICIPATION AND DEFINITION

Texas Government Code, Chapter 2056, requires strategic planning for all agencies in the executive
branch of state government. For these purposes, a state agency is defined as a department,
commission, board, office, or other entity of state government, other than a university system or an
institution of higher education, as defined by Texas Education Code, Section 61.003, that has the
following characteristics:

¢ has authority that is not limited to a geographical portion of the state;

e was created by the constitution or a state statute and has an ongoing mission and
responsibilities;

o is not the Office of the Governor or Lieutenant Governor;

e s not within the judicial or legislative branch of government; and

e s not a committee created under state law whose primary function is to advise an agency.

“STRENGTHENING OUR PROSPERITY: THE STATEWIDE STRATEGIC
PLANNING ELEMENTS for TEXAS STATE GOVERNMENT”



APPENDIX E: “WORKFORCE PLAN”? -

OVERVIEW:

(In accordance with Texas Government Code §2056.002 and the State Auditor’s Office Workforce
Planning.)

The mission of the Texas State Board of Podiatric Medical Examiners is to assure quality Podiatric
Medical Care for the citizens of Texas. The Board fulfills its mission through the regulation of the
practice of Podiatric Medicine. This mission supersedes the interest of any individual, the podiatric
medical profession or any special interest group.

The Texas State Board of Podiatric Medical Examiners has two Strategic Goals:

1. To protect the citizens of Texas from incompetent and unethical podiatric physicians
with a quality program of examination and licensure, and swift, fair and effective
enforcement of statues and rules.

2. To establish and carry out policies governing purchasing and contracting in
accordance with state law that foster meaningful and substantive inclusion of
Historically Underutilized Businesses.

Our agency’s business functions all evolve and flow from our Strategic Goals. We annually license
the Podiatric Physicians who provide medical care to the people in Texas, to ensure the
competency of these medical professionals and to ensure that the people of Texas receive the best
Podiatric Medical Care possible. We have an effective and efficient licensing and examination
process (now encumbered by prior budget cuts) and a revised investigative process to address
complaints made against our licensees. We interact in written format, via the Internet and in person
with numerous outside federal, state and local agencies, the public, law enforcement agencies,
trade associations, medical entities, etc. on a daily basis to effectively accomplish these goals.
Similar to a business in the private sector, we use the most efficient and effective methodology
available to us at the time of contact to meet our goals and conduct the day-to-day business of the
agency. For example, we conduct our agency business by use of the USPS, interagency mail,
private sector courier service (FedEx) and telephone service, dependant on what will provide us
with the most cost-effective methodology, while still meeting our time related needs. More and
more, we are providing service to our customers and are conducting our agency’s business
electronically, via the Internet. Examples of this are our agency’s website, which provides our
customers with licensing and Podiatric Physician profile information, licensee disciplinary
information and detailed agency information via the Internet, in a cost-effective and efficient
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manner, and by our agency’s heavy use of e-mail. Beginning in FY 2004, we joined “Texas On-
Line,” (now “Texas.gov”) which allows us to provide instant license renewal access for our
licensees, twenty-four hours a day, seven days a weck. We are constantly searching for ways to
make our provision of service more efficient and cost-effective.

We do not presently anticipate any significant changes to our mission, strategies or goals over the
next five years (other than to recover from budget cuts). We believe that our mission and goals
while being very specific, remain broad enough to allow them the flexibility to embrace any
significant changes that might occur.

ADDITIONAL CONSIDERATIONS:

The key economic issues facing our agency relate to our being able to continue providing a high
level of quality service to our customers within a very tight/reduced budget. The need to fund all of
our services within our small operating budget can be very challenging and has the potential to
negatively impact our ability to provide our employees with the merit raises so vital to staff
retention. By not providing our staff with merit raises, we risk loosing our staff to other agencies
with higher levels of funding that can afford higher salary levels and merit raises. Loss of trained
staff has the potential to slow down and negatively impact our provision of services and functions.

Our challenge has been and will continue to be to path-find new ways to remain and become even
more efficient and effective in our use of our appropriated funds, thus allowing us to continue to
meet our goals and mission.

We have found that our current customer demands generally remain constant, with the exception
of our licensee’s demand for quicker response times in the provision of statute and rule
information and in responding to a broad range of questions. We expect to keep up with this
increased demand by the use of technology (our enhanced website, telecommunications, etc.).

As a result of the 83" Texas Legislative Session (2013), we are back to an authorized four (4)
person agency (reduced to 3 due to the mandatory FY 2010-2011 5%/2.5% & FY 2012-2013
Budget Reductions), divided up into several component “divisions”. The Executive Director is
responsible for the day-to-day administration and running of the agency + investigations. The Staff
Services Officer V and Staff Services Officer I are responsible for licensing (new and renewals),
examinations and CME compliance, in addition to handling all agency fiscal matters. The
Administrative Assistant III (Enforcement Coordinator) provides administrative support for our
complaint investigations. All four of our present employees are multi-tasked with many “additional
duties” as is the case in any small agency such as ours. The Staff Services Officer V, the Staff
Services Officer I and Administrative Assistant III (Enforcement Coordinator) are all supervised
by the Executive Director, who in turn, reports to our nine (9) member Board, accountable to the
Governor of Texas.

Due to the mandatory FY 2010-2011 5%/2.5% & FY 2012-2013 1 FTE Reduction & FY 2014
(partial due to Comptroller delays) Budget Reductions, we formerly projected that our agency’s
structure would not remain essentially consistent within its prior form for the next five years.
However, as a result of the 83" Texas Legislative Session (2013), we are back to an authorized
four (4) person agency. Nevertheless, there could always be major shifts in staff duties and/or
responsibilities, as the needs of our customers evolve and as new legislative mandates and rule

changes made by the Board impact our agency; in addition to addressing any future budget cuts.
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CURRENT WORKFORCE PROFILE:

Our agency’s current workforce faces challenges in meeting the mission and goals of our agency
but possesses the capacity to be sufficiently flexible, innovative and creative so as to adapt to any
future critical business issues and needs. Our agency’s IT functions are shared by the staff and the
Health Professions Council Systems Analysts. Our Staff Services Officers have received training
to enhance their knowledge and skill in the fiscal area (ABEST, SPA, USAS, USPS, etc.); and also
daily training from the Executive Director who is the Board’s present longest tenured employee.
Our Administrative Assistant III (Enforcement Coordinator) receives day-to-day training from the
Executive Director & Staff Services Officers to enhance investigative capabilities. Additional
training as our funds allow, and IT and HR support from the staff of other Health Profession
Council agencies (at no cost to us) that are specialists in these areas, should allow us to remain
current with the skills necessary to address future critical business issues.

The following is a demographic chart that shows the age, gender, race and tenure of our current
employees:

Position ~ |Age | Gender | Race | Tenurew Texas
Executive 41 Male Asian/Pacific 19+ years
Director Islander
Staff Services | 52 Female Hispanic 24+ years
Officer V
Staff Services | 41 Female Hispanic 11+ years
Officer 1
Administrative | 33 Female Hispanic 12+ years
Assistant I11

Our agency had one staff (i.e. Staff Services Officer V) retire from state service on May 31, 2013
after 29+ years. As a result of this one retirement (based on then 3 FTE’s), our agency experienced
an employee turnover rate of 33% for the last year FY 2013.

To project our potential employee attrition rate for the next five years, we need to look at this issue
from two separate and distinct positions. First, at our present workforce level, the potential for
attrition from staff’s eligibility to retire from state service is 0% for our agency for the next five
years. The second method of looking at staff attrition is from the standpoint of one or more
employees voluntarily leaving their employment with us to work for another state agency or in the
private sector. It is difficult to project an accurate figure for this kind of potential loss of staff, due
to the wide range of variables that could impact an employee’s decision to remain or not with a
specific state entity. A reasonable projection would be that over the next five years, we will have at
least one employee (Executive Director) leave the agency (given his valuable State experience).
This equates to a possible minimum 25% attrition rate in any one of the next five years.

There are varied “workforce skills” that are critical to the mission and goals of our agency. The
Executive Director must possess an exceptionally broad range of skills and talents to enable him to
oversee the daily operations of the agency, to be a reliable resource of information and guidance
for the agency’s staff and Board, and to effectively perform the many, varied functions of his job.
Our fiscal staff (Staff Services Officers V & I) must be familiar with the agency’s rules, statutory
mandates and requirements for licensure and Continuing Medical Education credit, as
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well as possess an intimate knowledge of “past practice” issues, to be effective in the consistent
oversight of licensing as well as all federal and state fiscal requirements, in order to keep the
agency compliant with federal and state mandates, such as the state’s mandate for three-day
deposits of funds received. All staff must possess a strong knowledge of the agency’s rules and
statute,  possess the  highest level of confidentiality, —and have  excellent
licensing/examinations/fiscal/investigative skills. They must also possess excellent people and
communication skills, and a broad knowledge of our rules and statutes to appropriately respond to
customer questions. They must also have a working knowledge of our investigative process and
demonstrate a high level of confidentiality, as they administratively assists the investigations
division and has access to confidential complaint, patient and licensee information.

It is believed that the skill and experience level of the agency’s workforce could substantially
change within the next five years with possible departure of the Executive Director should he
receive a competitive job offer whether in the public or private sector. Based on past trends, all
staff will need to stay current with IT technology as it continues to evolve. Doing so will allow our
agency to use information technology to offset the inevitability of increasing workloads and more
readily allow for the most cost-effective and efficient provision of services to our customers.

The greatest challenge facing our agency as it affects our ability to recruit and retain mission
critical staff are future budget cuts which would not allow us to reward our employees who meet
specific requirements with well-deserved merit increases. In a small agency such as ours, the loss
of any one staff position can have a critical impact on our ability to meet our goals and legislative
mandates. Because each staff member wears many hats, the loss of any one position has a
negative “spin-off” effect on one, some, and sometimes all other positions being able to complete
their work in a timely manner. This has the potential to negatively impact the entire agency. It is
crucial that our agency has the level of funding necessary to remain competitive with other larger
state agencies (and the private sector) to avoid losing any of our staff to an agency or entity that
can pay a higher salary and give out merit increases.

FUTURE WORKFORCE PROFILE (DEMAND ANALYSIS):

At present, notwithstanding the Office of the Governor’s February 2008 “BPR” report, we had
experienced an immediate workforce staffing change effective February 16, 2010 due to the
mandatory FY 2010-2011 5%/2.5% & FY 2012-2013 1 FTE Reduction & FY 2014 (partial due to
Comptroller delays) Budget Reductions (discussed exhaustively in our “FY 2011 — FY 2015
Strategic Plan”). With any future budget cuts, we do not believe that our workforce will remain
consistent within our current structure. Nevertheless, adding or removing responsibilities from one
staff position to another can address things such as increased or decreased workloads. There is
some potential that this could change, if, for example, the Legislature were to add any new
unfunded mandates on our agency next 84" Session/2015 and not protect our funding from future
budget cuts. With our present heavy workload, any new mandates would require an additional (Sth)
FTE to keep us compliant with our goals and mandates. We believe that future workforce skills
will more and more revolve around our staff having a good working knowledge of new computer
hardware technology and software programs. It is through the best use of future computer
technology advances that we could keep the workplace time efficient and cost effective. We feel
that the increase in new Information Technology over the next five years could help to offset any
potential increase in the time needed to meet our goals and mission.
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All of our current staff positions are critical to performing our licensing, testing and enforcement
functions necessary to support our agency’s mission, goals and legislative mandates. Again, due to
the FY 2010-2011 5%/2.5% & FY 2012-2013 1 FTE Reduction & FY 2014 (partial due to
Comptroller delays) Budget Reductions effective February 16, 2010, we had experienced a critical
decrease in requisite staffing levels necessary to do our jobs as a state medical licensing and
regulatory agency. We are planning to ask for “funding stability” this coming 84" Session/2015 to
maintain our restored funding/workforce from the 83" Texas Legislative Session (2013).

GAP ANALYSIS:

We have not identified any gaps or surpluses in our staffing levels based on the current
information available to us. There is, however, an anticipated gap in the computer hardware and
software and management skills that will be needed by our staff to remain ahead of increasing
workloads. The key to the resolution of this training gap is to address the gap in the level of
funding available for critical staff training, most importantly, in the IT area. We believe that
continued training will be critical to keep our current level of staff prepared to meet the potentially
increased pressure on staff from heavier future workload levels, by fostering effective agency
leadership and management and by utilizing new methodologies and technologies (hardware and
software) to level the playing field.

STRATEGY DEVELOPMENT:

It is difficult to nearly impossible to prevent the potential loss of an employee who decides to leave
this agency for other employment or retirement. Over the last nine years, we have had several
employees leave our agency for a variety of reasons. One (Investigator III) left state employment
to become a law enforcement officer (Captain in charge of the Investigations Division, with the
Leander, Texas Police Department). The second (Administrative Technician III) left state
employment (twice) to pursue her life-long dream of becoming a licensed beautician. The third
(Administrative Technician II) left state employment to follow through on personal interests in
Midland, Texas. The fourth (Administrative Technician IV) was lost due to a Reduction in Force
(RIF) pursuant to mandated budget reductions. The fifth (Administrative Technician II) was
terminated due to violations of personnel policies. The sixth Administrative Assistant II left the
agency in September 2009 but that position was eliminated due to the FY 2010-2011 5%/2.5% &
FY 2012-2013 Budget Reductions. Two (seventh & eight) Executive Directors resigned in
2004/2005 over concerns brought forth by the Board. The agency’s Investigator V of the past 6
years then became the new Executive Director in September 2005 (and remains in this position). In
addition, the Administrative Assistant II from September 2004 — December 2005 (ninth) became
the new Systems Analyst (& now RDB Database Administrator) with the Health Professions
Council due to exemplary service with the Board. The Investigator Il from January — May 2006
(tenth) resigned due to personnel deficiencies. The Investigator III (effective February 16, 2010)
was reclassified to a Staff Services Officer (II then V) as part of a total agency reorganization in
response to the FY 2010-2011 5% Budget Reduction. Most recently, after 29+ years, the Staff
Services Officer V (eleventh) retired on May 31, 2013.

Notwithstanding the above, our agency has utilized several strategies to make our workplace a
good place to work, within our limited fiscal resources. We have actively included all employees
in many of the major decisions relating to the running of our agency and the policies by which we
run, to make staff feel like the valued individuals they are. The Executive Director has fostered
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leadership development by allowing the agency’s Staff Services Officer IV to act in a greater
management role, developing her leadership skills under his guidance. Training to enhance our
staff’s development within their own areas of specialization has been encouraged, within the
limited resources of the agency.

We have and will continue to cross-train our staff, and have entered into an agreement with other
Health Professions Council agencies to provide mutual support in a staffing emergency, in the
event that any agency staff possessing unique and critical skills should be absent from the agency
due to illness, extended vacation, etc. This ensures that our agency will minimally continue to run
and that all functions and responsibilities of the agency will continue uninterrupted.

ADDITIONAL CONSIDERATIONS:

Historically, when positions have opened, we have been successful in attracting a diverse and
qualified pool of applicants, and have successfully hired positions, from “posting of the job” to
“first day on the job” within a month. We are confident that we would be able to quickly replace
any of our staff positions that should open, quickly, with minimal impact to the agency provided
that we are appropriately funded. In the absence of being able to fill a position, we have formerly
contracted with outside providers (i.e. the aforementioned PMR’s) to supplement the duties
performed by the Executive Director/Investigator; along with the new TPMA “Peer Review”
process.

We do anticipate having skill or staffing imbalances due to one potential departure within the next
five years. Any imbalances due to changing programs could be absorbed by our staff, as our
positions already overlap in their responsibilities and training. One of our agency strengths is that
because we are small, we are able to adapt to change. Duties and responsibilities can quickly be
assigned, removed or adapted to meet any change or challenge.

We consider all of our staff as being in potential leadership positions. We use every opportunity to
allow our staff to enhance their interpersonal and leadership skills. The acquisition of additional
training funds will facilitate allowing our staff to attend training that we presently cannot afford to
pay for.

We have made a conscious effort to be understanding in allowing our staff to flex their work
schedule so that they can attend fraining programs to enhance their level of personal knowledge
and better prepare them for future leadership rolls.

All the aforementioned allows for a sense of staff “Ownership;” a philosophy of success in the
private sector whereby employees feel they “belong” to a successful team.

Again, TSBPME staff remain open to the Office of the Governor’s “BPR” report and its findings
in achieving the noted efficiencies to be gained as the Board proceeds towards the 84" Legislative
Session beginning in January 2015. It is staff’s position that the centralization of common agency
“Finance/Human Resource/Information Technology” functions within the HPC would allow the
Board to focus on CORE Licensure & Enforcement functions DIRECLTY related to our Mission
and expertise especially due to experience of the FY 2010-2011 5%/2.5% & FY 2012-2013 1 FTE
Reduction & FY 2014 (partial due to Comptroller delays) Budget Reductions.
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The Board’s Workforce Summary (as of 2012/2013) prepared by the State Auditor’s Office
Classification Team can be found on their website.

“AGENCY ORGANIZATION” CHART (On/After 02/01/2014)

|GOVERNOR OF TEXAS|

[9 T.S.B.P.M.E. BOARD MEMBERS|

)

BOARD COMMITTEES:
Licensing, Exams, Training & Education, Investigative; Rules; Budget;,
Executive

[ASSISTANT ATTORNEY GENERAIL

!

EXECUTIVE DIRECTOR
Functions in Executive, Budget, Licensure & Enforcement Capacity
Supervises all 3 FTE’s & 2 Consultants

)

STAFF SERVICES OFFICER V
Functions Primarily in Budget, Licensure (& Enforcement) Capacity
Supports Executive Director Functions

!

STAFF SERVICES OFFICER I
Functions Primarily in Budget, Licensure (& Enforcement) Capacity
Supports Staff Services Officer V Functions
Supports Executive Director Functions

!

ADMINISTRATIVE ASSISTANT IIT
Functions solely in Enforcement Capacity
Oversees Consultant Case Activity

)

CONTRACTED CLINICAL INVESTIGATORS/CONSULTANTS
Function solely in Enforcement Capacity

CURRENT BOARD STAFF HAVE AN INVALUABLE COMBINED 24 YEARS OF
INSTITUTIONAL KNOWLEDGE OF THE BOARD’S FUNCTIONS & COMBINED 68
YEARS OF THE STATE’S FUNCTIONS
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