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Introduction 

To the Citizens of the Commonwealth: 

In many ways, the Massachusetts economic success story is a national model. One 
important part of this story deserves more attention: the improved management 
of our state government. 

Over the past three years, all state managers, under the Governor's leadership, have 
made a determined effort to use the state's resources wisely and carefully, to deliver 
services more efficiently, and to pursue new and innovative ways to meet public 
needs. As a result, we have saved money, improved services, and increased pro
ductivity. Because of these efforts, we have generated more than $ 3 50 million in 
additional resources-through savings and the more aggressive collection of 
federal reimbursements-which have made it possible for us to provide both better 
services and tax relief. For example: 

• By making the most of the opportunity presented by the deregulated
telephone industry, Massachusetts has both gained better telephone service
and saved more than $3 million annually;

• By remembering the lessons of the energy crises of the 1970s and planning
more energy efficient operations, the state has saved more than $7.6 million:
annually;

• By increasing the number of businesses bidding on state jobs and acting asa 1 

more attractive client for contractors to do business with, the state created a
more competitive purchasing environment and saved more than $26 million\
since 1983; and

• By demonstrating that services the state provides to human service clients are
eligible for federal reimbursements, the state has increased revenues by nearly
$170 million since 1983 .

These are only a few of the Massachusetts managerial successes that are part of our 
larger effort to create opportunity for every citizen in the Commonwealth. We in 
state government are proud of these efforts; they are an important yardstick of how I 
well we are doing the job of delivering quality, cost-effective services. 

There is clearly more that can be done. We will continue to be challenged by the 
scale and complexity of Massachusetts state government, an enterprise that in
cludes over 200 agencies that spend over $9 billion annually in the delivery of 
public services ranging from day care for children and home care for the elderly 



to the enforcement of drunk driving laws and the disposal of hazardous wastes. 

Despite the work that we still need to do, it is nonetheless valuable to pause and 

measure our progress. Therefore, we have prepared this set of reports to document 

our success to date and specify where we plan to make further improvements in 

the management of state government. 

Those who take the time to read these reports will find much useful information, 

much to be proud of , and much to praise. For all that remains to be done, 

Massachusetts is today at the vanguard of the nation in innovative management . 

The men and women who have done such an outstanding job of meeting the day

to-day responsibility of delivering timely, efficient , effective, and compassionate 

services deserve the continued encouragement of all the people of Massachusetts. 

State government's strides are due to them; the progress that will come in the years 

ahead will be the result of their continued efforts. Together we are building a Com

monwealth where there truly is opportunity for all. 

Frank T. Keefe, Secretary 

Executive Office for 

Administration and Finance 
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1980 1985 

State Action 

Executive 
Summary 

One of state government's chief responsibilities is to protect and promote the rights 

of all citizens. In recent years, Massachusetts has taken affirmative measures to ex

pand open and equal employment, procurement, and consulting opportunities. 

Agency efforts, summarized here, are examined in this chapter. 

Employee Compensation: The Office of Employee Relations has negotiated pay 

equity provisions to address gender-based salary discrimination. 

Employment: The Department of Personnel Administration has introduced pro

grams to recruit minority, female, and handicapped candidates for jobs at all levels 

of state government. Persons from these targeted groups now hold 12 % of state 

jobs - almost double the percentage in 1980. 

Procurement: To help minority enterprises secure state business, the Com

monwealth has established and disseminated spending targets for agency pro

curements from certified minority business vendors. 

Financings: The Executive Office for Administration and Finance has developed 

selection guidelines for hiring financial and legal consultants to ensure that all par

ties seeking the state's business have equal access to the selection process. 

Work Environment: Essential to ensuring equality of opportunity is creating a work 

environment that supports and protects the rights and privileges of all employees. 

To that end, policies and programs have been established to deter sexual harassment 

in the workplace and to accommodate the needs of handicapped workers. 

Employee 
Compensation 

State government operates within an increasingly competitive employment market 

in Massachusetts. As the state's economy continues to flourish and its unemploy

ment rate to fall, state government must compete with the private sector for qualified 

employees. To do so effectively, the state must offer a competitive compensation 

package, including both wages and benefits. 

Pay equity between male and female employees is an issue of critical importance 

to employees in both the public and private sectors. In December 1984, Governor 

Dukakis made a commitment to reduce gender-based pay inequity in state govern

ment. To fulfill this commitment , the Governor initiated a two-part program. 

1 



H 

1111111 

'i,1'11 

H· 
::111 

Employee Compensation 

Contact 

State Action 

2 

First, the Governor directed the Office of Employee Relations (OER) to 
meet with the public employee unions immediately to rectify readily

identifiable situations where female-dominated job titles were under-
compensated in relation to comparable male-dominated job titles. Dur-
ing subsequent mid-contract negotiations, OER and the various state unions 
negotiated agreements providing upgradings for 31 female-dominated titles; more 
than 6,000 employees were affected. These adjustments have cost the state more 
than $6 million. 

Second, the Governor directed OER to address the issue of pay equity during the 
1986 round of contract negotiations. OER has accomplished this within three col
lective bargaining agreements with six bargaining units representing nearly 50% 
of state employees. OER and the unions implemented pay equity by upgrading a 
large number of female-dominated jobs that had been undercompensated. OER 
is continuing to negotiate pay equity agreements with the remaining bargaining 
units during ongoing contract negotiations. 

For more information about pay equity, contact Daniel). Sullivan, Director, Office 
of Employee Relations (617) 727-5403. 

Employment 

The Commonwealth is committed to equal employment opportunity. It has 
therefore made special efforts to encourage qualified minorities, women, and han
dicapped persons to apply for state government jobs. In 198 5, the Department 
of Personnel Administration (DP A) introduced a recruitment and referral 
service with several key features. 

Coordinated} ob Advertising Program: DPA shares the costs of advertis
ing state jobs with participating agencies. It also helps the agencies write, : � 
lay out, and place the ads. This approach is cost-effective for the Com
monwealth and results in advertising targeted to the individual agency's needs 
and in the expansion of the state's central applicant bank. 



enefits 

System for Tracking Applicant Referrals (STAR): In May 1985, DPA in

troduced a computerized applicant referral system to serve all agencies. 

The system contains data on more than 4,000 people interested in public service 

jobs. Some are already working in state government; others have applied for ,state 

jobs. The system is integrated and compatible with other state personnel systems 

and enables agencies to identify applicants for their vacancies from the central DPA 

applicant bank. 

Recruitment and Referral: DPA's Bureau of Recruitment and Referral maintains 

regular contact with more than 300 community organizations that serve 

minorities, women, and the disabled. These organizations act as talent scouts, pass

ing along the resumes of individuals seeking state government employment. 

Executive Search: In April 1985, the Bureau of Recruitment and Referral 

launched an Executive Search Program to help state agencies recruit and hire 

managers. While the Executive Search Program is national in scope, it also serves 

current state managers. To reach potential applicants, DPA publishes a monthly 

bulletin - The Recruiter Service - that is distributed both inside and outside 

state government. This listing, together with DPA's computerized System for Track

ing Applicant Referrals, guarantees accurate and current information on vacancies 

and applicant qualifications. 

1--- -- - --------------- - -- ----------- - ------------------

,. 
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The Executive Search Program helps the state save money. State agencies spend 

more than $250,000 each year for executive search assistance from outside con

sultants. As the program expands its candidate base and markets its services, more 

agencies may elect to use DPA services instead of outside consultants. 

The new employment programs have also enabled the state to attract minority, 

women, and handicapped job applicants in a cost-effective manner. Of the 

placements made by the Recruitment and Referral Program in its first year, 75 % 

were minorities and 87. 5 % were women; of the placements made by the Executive 

Search Program during the same period, 47% were minorities and 50% were 

women. 

For more information on recruitment and referral initiatives, contact Hedy Veith, 

Deputy Commissioner for Technical Services, Department of Personnel Ad

ministration (617) 727-6215. 

3 
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Procurement 

Each year the state spends more than $900 million on goods, services, and con

struction, making it the largest purchaser in Massachusetts. Because of its leading 

role as a buyer, the state can leverage its purchasing power to secure competitive 

pricing and to target business development within select geographic regions or 

vendor groups. 

To promote the development of minority-owned and -operated businesses 

- called Minority Business Enterprises (MBEs) - Governor Dukakis l

issued Executive Order 2 3 7 in March 1984. The Order directs state agen-

cies and authorities to purchase from these vendors and establishes MBE

procurement targets.

Before 1984, state agency purchases from MBEs were not systematically record

ed. They were estimated to have ranged from $1 million to $25 million annually, 

or no more than 2 .8 % of total state spending for goods, services, and construe- , 

tion. A recent study estimates that FY 1984 state expenditures with MBEs came to / 

$8.6 million, or less than 1 % of total spending. Several factors contributed to this I 

low level of MBE procurement: 

1. Agency procurement personnel had already established purchasing patterns i

with other vendors.

2. There were no minority businesses in certain areas to supply an agency with a 1 

needed service or commodity.

3. Some MB Es had not been certified by the State Office of Minority Business ·
I 

Assistance (SO MBA). Therefore, even when an agency purchased goods or ser-

vices from these uncertified MBEs, the purchase was not included in the MBE I

procurement total.

4 . There was no program to educate and inform agency procurement personnel 

concerning the availability of MBE vendors. 

The Governor enlisted several groups - including minority businesses, the 

legislative Black Caucus, and representatives of several state agencies - to help I 

develop Executive Order 237. Because these groups would be directly affected by 1 

the Order, their input in its design was considered critical to its successful im-1 

plementation. To ensure the Order's effective operation, the Governor charged the 1

Executive Office for Administration and Finance (A & F)  with its implementation. I 

The purpose of centralizing authority and responsibility for the Order's implemen-

tation in A & F, which, as the state's primary budget and control agency, has con- I 

siderable financial control over other state agencies, was to promote cooperation I 

and responsiveness from all agencies. 



T he Secretary of A & F appointed an Oversight Committee to manage the Order's 

implementation. A & F's implementation objectives for the first year of the pro

gram are listed in the box below. 

Executive Order 237 
Implementation Objectives 

I. To communicate goals clearly and quickly to cabinet secretaries and agency

heads.

2. To provide state agencies-with information on minority businesses, and

minority businesses with information on state procurement opportunities.

3. To establish a process for regular review and quarterly reporting on agency

procurement relative to goals.

To accomplish these objectives, the Secretary for A & F hired a full-time Special 

Assistant responsible for directing the Order's implementation. 

For FY 1985, the Executive Order had established an ambitious expen

diture target of$ 68. 7 million for MBE procurements, or roughly 7. 5 % of 

the state spending for goods, services, and construction. During that year, 

state agencies spent $60.7 million for MBE procurements, thereby achieving more 

than 88 % of the aggressive first-year target. Nearly half of all state agencies exceed

ed their MBE procurement goal-some by as much as 300%. 

The Special Assistant responsible for the Order's implementation had undertaken 

several initiatives that contributed to its first-year success: 

1. Providing training and assistance to agencies in developing procurement goals.

2 . Helping to redraft SO MBA certification regulations to promote greater vendor 

participation in the program. 

3 . Educating MBEs about the SO MBA certification process and helping MBEs 

become certified, thereby increasing the available pool of vendors. 

4 . Developing a computer program to monitor agency MBE procurement and 

evaluate quarterly reports on agency procurement activities. 

5 
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Although some agencies fell short of achieving their ambitious MBE procurement 

objectives, their failure was at times beyond their control. Problems predating the 

development of the Order persisted. For example, agencies often found that no i 

certified MBE vendor existed to supply them with required goods or services. Fur

thermore, during the program's first year, several minority-owned and -operated 

businesses had not secured SOMBA certification designating them MBEs. 

Therefore, even when an agency purchased goods and services from these uncer

tified MB Es, the procurement did not count toward achievement of the agency's 

goals. 

To address these problems and increase the number of certified minority 

businesses available to sell to the state, A & F introduced programs to expand 

minority business awareness of Executive Order 237 during the second year of the 

Order's implementation. In addition, A & F developed aggressive evaluation tools 

to use when agencies failed to comply with the Order. The introduction of ongoing 

review and feedback mechanisms has encouraged agencies to exercise greater con

trol over their purchasing practices and to improve their procurement 

performance. 

For more information on Executive Order 237, contact Danette Jones, Special 

Assistant to the Secretary, Executive Office for Administration and Finance1 

(617) 727-7580.

Financings 

The Commonwealth and several independent authorities created by the Com

monwealth regularly issue bonds to support capital development programs and 

to meet interim working capital requirements. Because planning the issue and sell

ing the bonds involve complex procedures, the legal assistance of a bond counsel 

and the financial assistance of an investment bank are essential to bringing an 

issuer's bond to the market of prospective investors. 

The bond counsel's role is to assure investors that the issuer's security meets legal1 

requirements. The investment banker's role is to bring the issuer and investor 

together so that issuers can sell the securities. In selecting a bond counsel and an 

investment bank , the issuer must weigh the advantages of maintaining relation

ships with firms familiar with its operations against the potential disadvantage of 

limiting competition for its business. 
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In 1985, the Executive Office for Administration and Finance (A & F) 

developed guidelines designed to expand competition for issuers' 

business while ensuring that issuers continue to employ efficient pro

cedures to bring their bonds to market . An issuer normally looks for an ex

perienced bond counsel that commands wide respect among investment banks 

and investors alike. T his objective, however, can conflict with the obligation to con

sider choosing small or minority law firms, since these firms often lack the ex

perience to command the attention of the investment community. To alleviate this 

problem, A & F has recommended that, wherever possible, an issuer con

sider using joint counsel, one of which is an established bond counsel and 

the other, a small or minority firm. If an experienced counsel is associated with 

the transaction, the investment community is likely to maintain its interest. At the 

same time, the number of firms with experience in bond counsel work will 

increase. 

In selecting an investment bank(s) to market its securities, an issuer looks for the 

lowest possible interest rate and seeks to minimize the fees its pays the bank. Choos

ing a bank competitively best enables the issuer to meet these objectives. However, 

small and infrequent issuers may benefit from pursuing a negotiated offering 

because they do not maintain the same visibility in the marketplace as larger or 

more regular issuers. 

To assist issuers with negotiated offerings, A & F has recommended that issuers 

solicit proposals for services from several investment banks and then 

evaluate the banks on a standardized scale. A & F has developed a generic re

quest for proposal (RFP) for issuers seeking written responses from investment 

banking firms on how they would manage, underwrite, and distribute the issuer's 

securities. With this RFP, issuers can evaluate each proposal fairly and avoid any 

appearances of favoritism in their choices. 

Since A & F issued its recommendations, the Commonwealth and eight public 

authorities have marketed bonds. Four of these issuers have employed joint bond 

counsel, which has included a small or minority law firm. 

For more information on bond counsel and investment bank selection, contact 

William H. O'Connor, Assistant Secretary for State and Local Finance, Executive 

Office for Administration and Finance (617) 727-8270. 
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Work 

Environment 

The Commonwealth is committed to creating a work environment that supports 

and protects the rights of all employees. It has adopted a number of policies and 

programs to support that goal . 

Sexual Harassment: InJune 1984, Governor Dukakis issued an Executive 

Order directing administration officials to ensure that employees are 

allowed to work in an atmosphere free of sexual harassment. The Executive 

Order charged the Department of Personnel Administration (DPA) with implemen

tation of the Order. DPA has developed model procedures for receiving and in

vestigating harassment complaints, and all state agencies have implemented pro

cedures that are consistent with these models. In addition, each agency has ap

pointed a facilitator responsible for collecting evidence when complaints of sexual 

harassment arise and for taking appropriate action. 

To support this effort,  DPA developed a training program for employees and 

managers on how to handle sexual harassment in the workplace. The Bank of 

Boston's Employee Relations staff helped develop the training program. 

Reasonable Accommodation: In November 1984, the Governor issued an 

Executive Order reaffirming the state's nondiscrimination and equal op

portunity policy for disabled persons. The state is committed to providing 

reasonable accommodation to the physical and mental limitations of handicap

ped persons. 

DPA has developed a Reasonable Accommodation Policy and Implementation Pro

cedure that serves as a model for all state agencies. It distributed the model to all 

state agencies in April 1985. At the same time, it conducted a seminar for super

visors and line managers entitled "Employing Disabled Persons." The seminar ex

amined the key role played by supervisors and managers in helping handicapped 

persons adapt to the workplace. It is now included in a regular training curriculum 

for managers. 

In November 1985, the State Office of Affirmative Action promulgated policies and 

procedures to ensure compliance with the Executive Order. The policies institu

tionalized the Reasonable Accommodation guidelines issued by DPA . 

For more information on Sexual Harassment policies, contact Hedy Veith, Deputy 

Commissioner for Technical Services, Department of Personnel Administration 

(617) 727-3777.

For more information on Reasonable Accommodation policies, contact Linda 

Lynn-Weaver, Deputy Director of Operations, State Office of Affirmative Action 

(617) 727-7441.
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