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I. Management Summary


New Mexico's State Internal Evaluation Program (SIEP) was initiated to determine if program operations conform to policies and procedures established by the State Plan. The SIEP also identifies areas in which additional procedures should be developed in response to the demands of the organization.

This plan is designed to encompass a five-year period. On an annual basis, areas of vulnerability for the New Mexico Occupational Health and Safety Bureau will be determined. The specific portions of this evaluation program pertaining to the areas of vulnerability will be implemented each year. Regardless of the vulnerability determination, all areas of the program will be executed at least once every five years.

Following a determination of vulnerability, the following six areas were chosen to be evaluated in 2008:

1. Programmed Safety and Health Inspections

2. Citation Processing

3.  Petitions to Modify Abatement (PMA)

4.  Denial of Entry and Warrant Application

5. OSHA Discrimination Activities

6. Training of Staff
The primary mechanism for the program assessment is the completion of an evaluation questionnaire tailored to each of the major programmatic functions of the bureau. Completion of the questionnaire requires on-the-job evaluation, the use of the Integrated Management Information System (IMIS), other report review, employee interviews, and case file review.  
This document contains a summary of the responses to the questionnaires, the recommendations made by the person performing the evaluation, and the management response.
II. Evaluation Summary
This section contains the summary of the findings for each chosen area. 

A. Programmed Safety and Health Inspections

B. Citation Processing

C.  Petitions to Modify Abatement (PMA)

D.  Denial of Entry and Warrant Application

E. OSHA Discrimination Activities

F. Training of Staff

1.  Have supervisors identified the training needs of their personnel?

Administration Section: 

The process of identifying training needs is not formalized. Several training needs have been identified but are not documented.  These include:

Albert Ibarra needs training on BLS coding. (BLS says training is not available).


Margie Perrault needs training on IMIS.

Cooperative Programs:

The process of identifying training needs for employees within the Cooperative Section is performed informally by Ray Singer and Gene Ostmeyer. The factors that are used to determine training needs include:


Recent changes in standards


Personnel training history


Personnel career goals


Unique requirements of emphasis programs.

Each year in April, we complete a document titled “Consultation Population Survey” to provide training interest information to the training coordinator at the Regional office – Kim Whitford. This information is used to schedule OTI classes.


Compliance Section:
The training needs for compliance officers are defined by two documents – “Health Officer Training Matrix” and “Safety Officer Training Matrix”. These documents define each training class that should be taken in order to obtain one of three officer classifications:

Probational Field Staff Development – 1st year

Operational Development for Strategic Plan Activities – years 1-3

Advanced Development for Strategic Plan Activities – beyond 3 years.

To monitor each employee’s training progression, an Excel spreadsheet titled “Course Completion Log” is maintained. This spreadsheet has each required class listed and color coded phase. Each compliance officer is listed and the date of completion for each class is recorded.

According to Bob Genoway the training matrix should be modified to provide more time for the completion of each phase. It is difficult to provide the prescribed training in the time periods specified. It was also noted that non-OSHA training should be added to the training matrix, e.g. new employee orientation and defensive driving.
2.  Are annual training plans developed for all staff?



Administration Section:
The BLS grant specifies that the State Government Agency shall participate in BLS training. (However there is not a schedule for this training.) 

The Admin section participates in establishing budgets for all training. The proposed budget for FY09 has $7500 allocated for training. It is not clear exactly how this money should be spent. The budget for FY08 had only $300 for training.

Cooperative Programs:
The document named “Consultation Annual Project Plan” contains a chart describing the training plans for each year. The 2008 plan has 6 people attending 7 different classes in Santa Fe, Farmington, Roswell, and Albuquerque. In addition the OSHCON conference in Providence was planned as a training event for Ray. This plan is an annual process used to identify the training plan.

Compliance Section:
As part of the budgeting process the training needs for each officer are evaluated using the “Course Completion Log” spreadsheet which is maintained by Herman Hernandez, the Compliance Training Coordinator. The form titled “Implementation Training Budget Projection” is prepared and the costs of training are analyzed.

3.  Is a training record maintained for each individual?


Administration Section:
A record is not maintained within the Administration section of who has received training. Albert gets notified via email whenever someone is participating in a training session.
Cooperative Programs:
The method used to record training activities is for all personnel who attend classes to send their certificates from the class to Gene Ostmeyer. Gene Ostmeyer has folders to store training certificates for Melissa Barker, Gene Ostmeyer, Ray Singer, and Eddie Dominquez. He is missing folders for George Vigil, Hal Eitzen, and Carol Walker. 
The web site learninglink.dol.gov is used for registering for OTI classes. It does include a record of which classes our personnel have completed. Examination revealed the OTI records are not complete.

Compliance Section:
The abovementioned spreadsheet is used to maintain the training records for each employee. A copy of the completed certificates is also maintained in paper files in Herman Hernandez’s desk. It appears that some recent training activities were not recorded.

The web site learninglink.dol.gov is used for registering for OTI classes. It does include a record of which classes our personnel have completed.
4. Is there an adequate orientation training program established and utilized for new employees?

Administration Section:
The Admin section is responsible for providing new employees with information on defensive driving, SHARE timesheet training, and new employee training. This is documented in a “New Employee Checklist”.

New employees within the Admin section who need IMIS training receive this from Liz Jaffa. The process is informal and not documented.


Cooperative Programs:
A documented training program for new employees does not exist. The primary technique used for new employees in On-the-job-training provided by experienced personnel. The overriding plan for new employees is to hire people who already have sufficient training and 8 years of OSHA experience. 

The attendance at training classes is done by comparing employee goals with the classes offered by Texas Engineering Extension Service (TEEX). The benefit of TEEX training is that OSHA employees are usually able to attend without paying a registration fee. Ray Singer is notified of upcoming classes and works with Gene Ostmeyer to determine who might benefit from the class. They then attempt to register personnel. Often the classes are cancelled due to a low number of “paid” registrants. Ray Singer and Gene Ostmeyer will evaluate the priority and possibly fund one or more of the “paid” seats to insure the class is not cancelled.

Compliance Section:
The process for identifying training needs for new employees exists. It is not always followed due to budget constraints and the inability to register for classes at OTI before they are filled. Some of the delay is due to not attempting to register as soon as the classes are announced. A problem existed in 2008 because it took two months for Christine Luchetti to become established and proficient at registering employees for OTI classes.
5. Is each member of the staff receiving at least 40 hours of formal training annually?



Administration Section:


This question is not applicable to the Admin section.

Cooperative Programs:
The section does recognize the need to have each member of the staff attend 40 hours of training annually. The main method of fulfilling this obligation in recent years is by attending TEEX training in New Mexico. An accurate accounting of the hours of training for each employee is not maintained. Rather than strict adherence to the goal of 40 hours per employee, the training schedule is based upon employee needs.

Compliance Section:
This question is not applicable to the Compliance Section.

Other Notes:

Administration Section:
The Administration Program Manager receives informal training by attending meetings of the Financial Users Group of the Environment Department..

Recently Rosenda Rosa wanted to take Microsoft Access training. She did this at her own expense. One day of the two day class was held during a work day and she was granted the time to do this. 

Cooperative Programs:
Ray and Gene feel the budget will not support training which requires out-of-state travel. They also feel the cost of bringing OTI trainers to New Mexico is prohibitive.
Compliance Section:
This group has not responded to the annual survey of classes desired from OTI for the last three years. This may contribute to OTI not scheduling enough classes to meet the needs (assuming some other states are also not responding). We were late responding with our need for 2009.
General:

The Staff Training Program that is part of our State Plan describes the training requirements for a newly hired employee to obtain journeyman status for a compliance officer. It does not address the training for members of the Cooperative Programs Section. 

Federal OSHA has proposed a training directive TED 1.12A that describes the OSHA training program. We have not adopted this directive. Bob has started the process of preparing a New Mexico specific training directive, but has not completed the process.

Within the Consultation Policies and Procedures Manual, there exists a brief description of the training requirements for performing “Informal and Formal Training” (Chapter 5, Section IV, A and B). Our records are not adequate to determine if all consultants have met these requirements.

During the course of the evaluation, we decided to add a survey of personnel to determine their perceptions of our training program’s effectiveness. Two questions were asked of each employee.

A) Do you feel your training needs are being met?

Thirteen people responded in the affirmative. 

Two people from the administration section responded in a negative fashion. One person felt they were expected to immediately perform budgeting and other administrative functions without receiving any training on how to do her job. The other negative response related to a lack of training from BLS.

B) What training do you feel you need?

The most common response for compliance or consultation officers mentioned upcoming classes that they were tentatively scheduled to attend. Several people mentioned the need for a more organized or complete training for IMIS. Other specific classes or areas mentioned include:

(a) BLS training on statistical analysis

(b) BLS training on coding

(c) General Microsoft Office product training

(d) Accident investigation

(e) Industrial Hygiene

(f) Train the trainer courses

(g) Electrical training

(h) High pressure systems

(i) PSM

(j) Discrimination

(k) Supervisor training from the Environment Department

(l) Cranes
(m) New Employee training to include safety, emergency procedures, personal protective equipment, SHARE
III. Recommendations by Programmatic Functions

In this section, the personnel responsible for the evaluation of each section will make their recommendations for improvements. The recommendations are based upon the findings recorded in the questionnaires. 
A.  Programmed Safety and Health Inspections

B. Citation Processing
C. Petitions to Modify Abatement (PMA)

D. Denial of Entry and Warrant Application
E. OSHA Discrimination Activities (NMSA 50-9-25)
F. Training of Staff
Background:

The internal evaluation for “Training of Staff” was conducted by Harry Buysse from April 17-21, 2008. The evaluation of the training processes is one of six sections that will be completed in 2008 and is serving as the pilot for the evaluation process. The evaluation process is described in the document titled “New Mexico Environment Department Occupational Health and Safety Bureau State Internal Evaluation Program”. A series of pre-determined questions for this section was agreed upon by OSHB management personnel. 

Recommendations:

These recommendations are offered to Butch Tongate, Bureau Chief for his review. 

The Program Manager for Administration should develop a matrix for identifying and tracking training for the employees within the Administration section. The spreadsheet used by the Compliance Section can be used as a model.

The Program Manager for Cooperative Programs should develop a matrix for identifying and tracking training for the employees within the Cooperative section. The spreadsheet used by the Compliance Section can be used as a model. This matrix should also be modified to include a method for tallying yearly training hours for each consultant to make sure they receive the required 40 hours.

The Program Manager for Compliance should review and modify the “Health Officer Training Matrix” and “Safety Officer Training Matrix”. The schedules should be modified to be more achievable and more pertinent. An emphasis should be placed on keeping the Course Completion Log current and accurate.

The OTI training coordinator should ascertain when OTI publishes next year’s training schedule. We should be poised to signup personnel as soon as the schedule appears to insure we can obtain enrollment. 

We should respond each year to the OTI Population Survey, consolidating the entire Bureau’s training requirements.

We should compare our Population Survey projections with training received.

The next time an employee is trained on IMIS by Liz, the new employee should be required to document the training process.

We should begin immediately to create a New Mexico training directive that is as least as effective as TED 1.12A.

Training records should be maintained on our shared magneto drive with proper security access to allow only the training coordinators to make modifications.

This section of the SIEP should be repeated in 2010.
IV. Management Responses

This section will contain management responses to each recommendation provided in the recommendation section above. The management response will provide details on the improvement plan to be implemented specific to the recommendations made in this report. The management response should also include a decision of when to repeat each programmatic function in subsequent annual evaluations.

V. Supporting Material

This section will include copies of completed questionnaires and any other supporting material used during the performance of the annual evaluation.
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