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Date:		March 25, 2019
To:		Audit Services Oversight Committee
From:		Germaine Brewington, Director of Audit Services
Subject: 	Vacant Positions Performance Audit March 2019

The Audit Services Department staff completed the report for the Vacant Positions Performance Audit. The purposes of this audit were to: 1) review trends in vacant positions at the City of Durham and identify the reasons for long standing vacancies; 
2) review practices used by departments to monitor vacant positions and assess if approaches are in line with best practices; and 3) analyze use of carryover funds by departments.

This report presents the observations and results of the Vacant Positions Performance Audit.  Three (3) recommendations were proposed.  In response to this Audit’s recommendations, City Management concur with the recommendations made. The detailed Management Response to the recommendations is included with the attached report.

The Department of Audit Services staff would like to acknowledge the contributions of the staff from all City Departments.  audit services
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Why this audit is important
Efficient and productive organizations have processes in place to address and fill vacancies quickly to reduce the associated costs. On-going vacancies can be the result of a slow recruiting process or salary misalignments.

Vacant positions can impact the organization by increasing workload and pressure on other employees which in turn can cause employee resignations due to the added workload and stress.  Delivery and quality of service can also suffer resulting in negative customer satisfaction.  
Background
As of Feb 25, 2019, there are currently 328 vacant positions at the City compared to approximately 2,621 full time authorized positions as reported per the fiscal year 2018-2019 Budget Book.  Individual departments manage vacancies in their respective departments.  The Human Resources Department staff maintain position data and they use the Human Resources Vacancy Report to track the number and duration of vacancies.  This information is reported at least quarterly through DataHub.  The DataHub system allows users to visually track data trends and easily submit reports to City Management. According to Human Resources Department staff, this data is often referred to during the budget process for decision making purposes.
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Overall, department staff are monitoring vacancies in their respective departments and undertaking efforts to fill vacant positions.  Some departments monitor vacant positions and discuss them during their monthly meetings.  Other departments track vacancies through monthly reports. 

The City does not have a consistent and overarching approach to tracking and addressing vacancies.  There is no set length of vacancy which triggers the departments and the Human Resources Department staff to collaborate.  For example, no regular department specific review is performed for departments that have vacancies of one year or longer.  The Human Resources Department staff collaborate with departments to address hiring issues when departments solicit their advice.  They do not consistently get involved in managing vacancies.  In addition, the data available currently to monitor vacant positions can be enhanced and the City should strategize to ensure vacancies are filled.  
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Purpose
The purposes of this audit were to:
Review trends in vacant positions at the City of Durham and identify the reasons for long standing vacancies; 
 Review practices used by departments to monitor vacant positions and assess if approaches are in line with best practices; and
Analyze the use of carryover funds by departments. 
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Audit Services Department

Audit Services Oversight Committee

In order to maintain its organizational independence, the Audit Services Department reports to the Audit Services Oversight Committee (ASOC) at a minimum of four times a year. The ASOC approves all proposed audit plans and completed audits prepared by Audit Services staff.

The Audit Services Oversight Committee is made up of six members: two City Council Members, three resident members, and one alternate City Council Member. The current members include two certified public accountants and persons with business experience. The City Manager is an ex-officio, non-voting member of the ASOC.







Internal Audit

The Audit Services Department serves a three-fold role at the City of Durham. Our number one goal is to provide independent, objective assurance that City processes are working effectively. Secondly, we serve as internal fraud examiners when fraud, waste, or abuse is alleged against a City employee or department. Finally, in order to constantly foster high ethical standards, we provide in-depth ethical training to all City employees on a rolling basis. To learn more, visit our CODI site or our page on the City of Durham’s website.
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Background

A vacancy exists when an employment position does not have an occupant.  Vacancies can occur as a result of current employees leaving their positions due to a promotion, demotion, termination or resignation.  Sometimes vacancies exist as new positions are added to the organization’s budget.  Every organization deals with employee turnover.  Efficient and productive organizations have processes in place to address and fill vacancies quickly to reduce the associated costs.   Vacant positions can impact the organization by resulting in:

Extra workload and pressure on other employees;
Employee resignations due to added workload and stress;  
Delivery and quality of service concerns;
Loss of top candidates if on-going vacancies are a result of a slow recruiting process or limited resources for recruiting; and
Customer satisfaction concerns.
Source: https://insourcenow.com/news-events/2018/04/vacant-position-costly-think/

As of Feb 25, 2019, there are currently 328 vacant positions at the City compared to approximately 2,621 full time authorized positions as reported per the fiscal year 2018-2019 Budget Book.  Graph 1 below shows the breakdown of vacant  positions across City departments. Graph 2 shows authorized positions as a comparison of vacant positions.












Graph 1: Vacant positions by department


Note 1: This data was obtained from the Human Resources Vacancy report.  The report is used by the Human Resources Department to track the length of vacancies.  Audit Services staff did not verify this data.

Note 2: The report shows approximately 106 funded vacancies at the Police Department. However, per the Police Department staff they do not consider all 106 as real vacancies. Since there are a number of recruits at any given time, the true vacancy number is the difference between the funded vacant positions and the number of recruits.  At the time of this report there were 11 real vacancies per the Police Department staff.  Audit staff did not verify this information. 








Graph 2:  Authorized positions as a comparison of vacant positions

	
Source: The authorized positions information was obtained from the FY 2018-2019 Budget Book.  

Monitoring of vacancies at the City

Currently, individual departments manage vacancies in their respective departments.  The Human Resources Department staff maintain position data and they use the Human Resources Vacancy Report to track the number and duration of vacancies.  This information is reported quarterly through DataHub and as needed.  The DataHub system allows users to visually track data trends and easily submit reports to City Management. According to Human Resources Department staff, this data is often referred to during the budget process for decision making purposes.   

The Budget and Management Services (BMS) Department staff use vacancy rates as a means to accurately project the City’s personnel budget.   The BMS Department staff recognize that departments are unable to keep all their authorized positions filled throughout the fiscal year, and therefore do not fully fund all authorized positions.  Instead, vacancy rates are leveraged to more accurately budget personnel dollars.  
		
Process for Approving Carryover Requests

Carryover requests are made for expenditures that were approved in the prior fiscal year’s budget; but not spent or encumbered in that fiscal year.  Unspent budgeted funds in a prior year revert to fund balance.  At the end of each fiscal year, when funding is available, BMS Department staff solicit requests from departments to carryover unspent funds budgeted in the prior fiscal year to the following year.  Generally carryover requests are recommended for approval if they meet the following criteria:

The purpose is one-time;
Funding is not provided in the current fiscal year budget for that purpose;
Funding was appropriated in the prior fiscal year budget for the same purpose, but not spent or encumbered; and
The department has an overall budget surplus as of June 30th. 
		
The budget analysts review the carryover requests, conduct follow-up meetings with departments and develop recommendations.  The BMS Director and one of the Assistant Directors review the budget analyst recommendations and when necessary, request additional follow up /clarification.  The Deputy City Managers and the City Manager review the submissions and finalize the recommendations before they are submitted to City Council members for approval.
[bookmark: _Toc526855789]
	Objectives

The objectives of the audit were to:

Review trends in vacant positions at the City of Durham and identify the reasons for long standing vacancies;
Review practices used by departments to monitor vacant positions and assess if approaches are in line with best practices; and
Analyze the use of carryover funds by departments. 
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The scope of the audit included examining the current practices in place to monitor vacancies across City departments.  The scope did not include examining practices at the Audit Services Department. 

[bookmark: _Toc485199750][bookmark: _Toc526855792]Methodology
Audit Services Department staff performed the following procedures to accomplish the objectives of the audit.  Staff:

Obtained and reviewed the Position Pay History report for calendar year 2016, 2017, and 2018.
Analyzed positions during the period of 2016 to 2017 to determine vacancy patterns and summarized on:
Positions that were vacant for long periods of time; 
Positions that were constantly vacant for short periods of time;
Vacant positions by department;
Discussed vacant positions identified in step 2 with the respective departments to:
Determine reasons for the vacancies;
Verify hiring efforts;
Discuss the impact of the vacancy of the department (work load, work efficiency);
Determine departments’ overall strategies to reduce vacancies; and
Identify process improvements;
Reconciled the authorized position information reported in the Budget Book to the authorized position information in MUNIS;
Reviewed the Department of Human Resources processes for monitoring vacant positions across the City;
Reviewed the BMS Department’s processes for monitoring vacant positions across the City during the budget cycle;
Reviewed the processes for monitoring vacant positions at the department level;
Inquired about best practices for monitoring vacant positions;
Reviewed the process of requesting and approving carryover funds;  and
Selected departments with lapsed salaries and reviewed their carryover requests and verified the approval process.


[bookmark: _Toc479851696][bookmark: _Toc480281252]During the audit, Audit Services Department staff also maintained awareness to the potential existence of fraud.
[bookmark: _Toc485199751][bookmark: _Toc526855793]Compliance
Audit Services staff conducted this performance audit in accordance with generally accepted government auditing standards. Those standards require that Audit Services staff plan and perform the audit to obtain sufficient and appropriate evidence to provide a reasonable basis for our findings and conclusions based on the audit objectives. Audit Services staff believe that the evidence obtained provides a reasonable basis for our findings and conclusions based on our audit objectives.
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Results and Findings

[bookmark: _Toc526855795]Objective 1 Results Summary
REVIEW TRENDS IN VACANT POSITIONS AT THE CITY OF DURHAM AND IDENTIFY THE REASONS FOR LONG STANDING VACANCIES.

Approximately 80% of vacant positions have been vacant for less than one year.  Graph 3 below shows the vacant positions by length of vacancy.

Graph 3: Vacant positions by length of vacancy


Approximately 5% (16) of vacant positions have been vacant for more than 2 years. City positions remain vacant for a variety of reasons, with some common themes across departments.  Some departments have identified difficulties in recruiting candidates with appropriate skill sets. Other departments have cited that the position pay is misaligned with market and as a result qualified candidates frequently drop out.   Departments are being creative in some instances by using contract labor to minimize the impact of vacancies or using developmental opportunities, while other departments are trying new avenues to advertise job openings including sourcing from Community Colleges, Trades Schools and local vendor contacts.  Other departments are reclassifying the positions and some are downgrading positions to help fill the vacancies.  Departments also hire from within the City through the promotion process.  
[bookmark: _Toc526855797]Finding 1
Audit Services staff found:
Approximately sixteen positions have been vacant for long standing periods (over two years). 

Audit Services staff reviewed the Human Resources Vacancy Report as of February 26, 2019.  Based on that report, approximately 16 positions have been vacant for more than two years. Graph 4 below depicts positions by departments that were open for long standing periods (of more than 2 years). 

Graph 4: Long-standing vacant positions by department
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Audit Services staff inquired of department staff to understand the actions taken to fill those vacant positions.  
Police Department (10 positions):  As shown in the above figure, a majority of the positions that were vacant for over 2 years were housed in the Police Department.  According to the Police Department leadership team, their recruiting team works diligently to hire for their academies.  Academies are held twice a year to fill vacant police officer positions.  
Office of Economic and Workforce Development (1 position):  Per the Office of Economic and Workforce Development (OEWD) staff, the hiring manager is currently reviewing and assessing candidates.  The anticipated selection process will be completed within 4 to 6 weeks.  OEWD staff did not comment on the length of the position vacancy.
[bookmark: _GoBack]Public Works Department (3 positions):  According to the Public Works Department (DPW) staff skill sets required for the Crew Chief I position are difficult to find in the current job market and no internal employees qualified to be promoted.  For the position of Civil Engineer III, the position was approved and the Department is currently assessing which work unit has the most need for this position.  They have experienced several missed deadlines due to resignations and having to fill positions within the Development Services Center.   

Department of Water Management (1 position):  According to department staff, “this position has a history of being positioned below market value”. Originally a Mechanical Engineer position, the Supervisory Control and Data Acquisition (SCADA) System Coordinator was reclassified on March 5, 2018 to better serve the Department’s changing needs. SCADA system upgrades at the plants caused the Department of Water Management to make a pivot away from having a dedicated Mechanical Engineer on staff.  Hiring efforts undertaken include direct contact/sourcing via LinkedIn, posting on LinkedIn discussion boards, advertising on LinkedIn, CareerBuilder, Durham Tech, Wake Tech, and North Carolina Waterworks Operators Association.
Fire (1 Position):  According to Fire Department personnel, the Department is in the process of reclassifying the position in order to better align with their priorities.  Currently, an internal candidate is working in the position on an interim basis.  
[bookmark: _Toc526855798]Finding 2
Audit Services staff found:
Authorized positions reported per the Budget Book are not reconciled to MUNIS.
Every year during the budget cycle the total number of authorized positions is reviewed and changes can result. Positions can get added or deleted from prior years based on operational needs.  Changes to authorized positions are approved by the City Council during the budget approval cycle. Once positions are approved, the BMS Department personnel notify the Human Resources staff of the changes via e-mail.  The Human Resources Department staff make the appropriate changes to authorized positions information in MUNIS.  Audit Services staff compared the list of authorized positions reported per the Budget Book to the authorized positions that exist in MUNIS.  A few minor discrepancies were noted. Graph 5 below shows the difference in authorized positions.  
Graph 5: Authorized position differences between MUNIS and the Budget Book
	Department
	Authorized Positions per  MUNIS 
	Authorized Positions per FY 2018-2019 Adopted Budget Book

	AUDIT SERVICES
	5
	5

	BUDGET AND MANAGEMENT SERVICES
	18
	17

	CITY ATTORNEY
	12
	11

	CITY CLERK
	7
	7

	CITY MANAGER
	33
	33

	CITY/COUNTY INSPECTIONS
	53
	56

	CITY/COUNTY PLANNING
	47
	49

	DEPT OF COMMUNITY DEVELOPMENT
	23
	23

	EMERGENCY COMMUNICATION
	84
	88

	EQUAL OPP & EQUITY ASSURANCE
	6
	6

	FINANCE
	41
	41

	FIRE
	418
	418

	FLEET MANAGEMENT
	47
	48

	GENERAL SERVICES
	124
	124

	HUMAN RESOURCES
	23
	23

	NEIGHBORHOOD IMPROVEMENT SVCS
	44
	44

	OFF OF ECON & WORKFORCE DEV
	18
	18

	PARKS & RECREATION
	124
	124

	POLICE
	680
	672

	PUBLIC WORKS
	225
	222

	SOLID WASTE
	114
	114

	TECHNOLOGY SOLUTIONS
	41
	41

	TRANSPORTATION
	89
	87

	WATER MANAGEMENT
	350
	350

	Total 
	2626
	2621

	
	
	

	 
	 Difference between MUNIS and Budget Book



Currently there is no reconciliation of the positions reported in the Budget Book to the authorized positions per MUNIS.  According to Budget and Management Services Department staff and Human Resources staff, there are several valid reasons for differences to occur.  For instance positions are accounted for differently in MUNIS by the Human Resources Staff versus the Budget Book (Budget and Management Services Department staff).  For example, if a position was authorized but hasn’t yet become active, this position would not be included in the MUNIS numbers but could be included in the Budget Book numbers.  Another example is grant funded positions, which do not require Council approval. If a grant funded position was approved after the budget process, the position would not be included in the Budget Book because the position was approved after the Budget Book was published. The authorized position numbers per the Budget Book should match MUNIS or there should be a clear explanation as to why they do not match.  
MUNIS is the official accounting record for the City.   Accurate, relevant, and credible data is important for effective and efficient decision-making.  This data is used by City management, City residents and is presented to Council members.  City staff should strive to be transparent and provide accurate data to ensure users can make appropriate decisions.
[bookmark: _Toc526855810]Objective 2 Results Summary
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Overall, based on information reviewed from departments it is evident that department staff are monitoring vacancies in their respective departments and undertaking efforts to fill vacant positions.  Some departments monitor vacant positions and discuss them during their monthly meetings.  Other departments track vacancies through monthly reports. The City does not have a consistent and overarching approach to tracking and addressing vacancies.  The Human Resources Department staff collaborate with departments to address hiring issues when departments solicit their advice.  They do not consistently get involved in managing vacancies.  In addition, the data available currently to monitor vacant positions can be enhanced and the City should strategize to ensure vacancies are filled.  According to the Human Resources staff, “vacancy data should be made more accessible and digestible so that decision makers (both departmental management and city management) can easily understand the cost and opportunities associated with each vacancy. That project is underway.”   Audit Services staff compared the City of Durham practices to the practices of monitoring vacant positions at the City of Portland.  See the results in Table 1 below: 

Table 1: Best practices comparison: City of Durham to the City of Portland
	
	
	
	
	

	Best Practice
	City of Durham (Citywide)
	City of Portland (Citywide)
	Discussion 

	
	
	
	Durham
	Portland

	Quantify dollars saved not filling vacant positions
	No
	No
	Salary and benefit data is available but not often reviewed on a Citywide basis
	Salary and benefit data is available but not often reviewed on a Citywide basis

	Examine vacancies during the annual budget process
	Yes
	Sometimes
	Discussions held during the budget process.
	Not Routine

	Review departments with vacancy problems (potentially on a rotating basis)
	None Known
	None Known
	Auditors not aware of department specific reviews to address vacancies
	Auditors not aware of bureau-specific reviews to address vacancies

	Examine need to maintain positions vacant for longer than six months, with emphasis on vacancies of one year or longer
	No
	No
	No regular department specific reviews
	No regular bureau-specific reviews

	Source: Vacant Positions Audit, City of Portland, May 2014 Report
	



[bookmark: _Toc526855801]Finding 3
Audit Services staff found:
The City does not have an overarching approach to tracking and addressing vacancies.  
Currently, the Human Resources Department uses the length of vacancies to track vacancies. During the budget process vacancies are discussed and also departments actively engage in monitoring vacancies in their respective departments.   However, there is no set length of vacancy which triggers collaboration between the departments and the Human Resources Department staff.  For example, no regular department specific review is performed for departments that have vacancies of one year or longer.  The Human Resources Department staff collaborate with departments to address hiring issues when departments solicit their advice.  They do not consistently get involved in managing vacancies.  Strategically addressing vacancies can help the City mitigate the costs associated with vacancies.
[bookmark: _Toc526855802]Finding 4
Audit Services staff found:
Data used to track vacancies can be enhanced.	
Cost data for vacancies are not being tracked in relation to vacancy data.  This information would be useful in evaluating the impact of vacancies on departments’ budgets and the City as a whole.  Also, it was not evident whether departments were actively using the Human Resources Vacancy Report to track vacancies.  The information pertaining to vacancies should be readily available to help departments monitor vacancies effectively.  Currently, vacancy data is not analyzed by position to capture trends in any given position.  The Human Resources staff has just recently started testing reports that will allow them to track vacancies across various dimensions, including by job class/position.  At this point, per Human Resources Department staff the budget impact of vacancies is not currently part of the reports being tested; however Human Resources Department staff have indicated that they can capture cost data as part of the report.   
[bookmark: _Objective_3_Results]Objective 3 Results Summary
ANALYZE USE OF CARRYOVER FUNDS BY DEPARTMENTS  

Overall, adequate controls exist over carryover funding requests.  Requests to carryover funds from FY 2018 to the FY 2019 budget year were approved by the City Manager and City Council.  Audit Services staff also reviewed carryover requests by departments that have lapsed salaries. No issues were noted.  

[bookmark: _Toc526855812]Conclusion

Overall, department staff are monitoring vacancies in their respective departments and undertaking efforts to fill vacant positions.  Some departments monitor vacant positions and discuss them during their monthly meetings.  Other departments track vacancies through monthly reports. The City does not have a consistent and overarching approach to tracking and addressing vacancies.  There is no set length of vacancy which triggers the departments and the Human Resources Department staff to collaborate.  For example, no regular department specific review is performed for departments that have vacancies of one year or longer.  The Human Resources Department staff collaborate with departments to address hiring issues when departments solicit their advice.  They do not consistently get involved in managing vacancies.  In addition, the data available currently to monitor vacant positions can be enhanced and the City should strategize to ensure vacancies are filled.  

As of Feb 25, 2019, there are currently 328 vacant positions at the City compared to approximately 2,621 full time authorized positions as reported per the FY 2018-2019 Budget Book.  Approximately 80% of vacant positions have been vacant for less than one year.  Approximately 5% (16) of vacant positions have been vacant for more than 2 years.

Finally, a few minor differences were noted between the authorized positions per MUNIS to authorized positions per the FY 2018-2019 Budget Book. 
Currently there is no reconciliation of the positions reported in the Budget Book to the authorized positions per MUNIS.  
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Recommendations

[bookmark: _Toc522116240][bookmark: _Toc526855814]Recommendation 1
The Human Resources Department staff should establish a process to determine if City Departments are adequately tracking and addressing their vacancies. Departments should be required to provide explanations for vacancies unfilled for one year or longer.  The reporting should include the reason for each vacancy, the efforts being taken to fill the vacancy and the funding associated with the vacancy. An action plan should be developed to address vacancies longer than one year.
Value Added: 	 Risk Reduction; Efficiency

[bookmark: _Recommendation_2][bookmark: _Toc522116241][bookmark: _Toc526855815]Recommendation 2
The Department of Human Resources staff should continue their efforts to develop and regularly distribute meaningful reports that provide City Management and directors with data on vacancies. Reports should include cost estimates of funding associated with vacancies.
Value Added: 	Risk Reduction; Efficiency

Recommendation 3
The Department of Budget and Management Services staff in collaboration with the Human Resources Department staff should perform annually a detailed position reconciliation for authorized position information reported in the Budget Book to MUNIS.   
Value Added: 	Risk Reduction
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To learn more, visit our website at: durhamNC.gov/audit 
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Management Response

To:		Dr. Germaine F. Brewington, Director of Audit Services 
From:		John J. Scott, Assistant Human Resources Director 
Date:		March 18, 2019 
Subject:	Management’s Response to Recommendations: 
Vacant Positions Performance Audit March 2019 


The following is the HR Departmental management’s response to the Vacant Positions Performance Audit completed in March of 2019.

Recommendation 1: 
The Human Resources Department staff should establish a process to determine if City Departments are adequately tracking and addressing their vacancies. Departments should be required to provide explanations for vacancies unfilled for one year or longer.  The reporting should include the reason for each vacancy, the efforts being taken to fill the vacancy and the funding associated with the vacancy. An action plan should be developed to address vacancies longer than one year.

Management’s Response:
We concur. Management is in full agreement with the recommendation. Human Resources will develop a procedure to review vacancies with departments on a regular basis and provide the specified information for vacancies lasting longer than one year.

Implementation Date:
July 1, 2019
 
Recommendation 2: 
The Department of Human Resources staff should continue their efforts to develop and regularly distribute meaningful reports that provide City Management and directors with data on vacancies. Reports should include cost estimates of funding associated with vacancies.

Management’s Response:
We concur. Human Resources is currently developing reporting dashboards that departments will be able to interact with and will provide all of the specified information. We will continue this work as resources allow.

Implementation Date:
September 1, 2019 (Full roll-out is dependent on implementation of the City’s new Power BI reporting system, which should take place around July 1; however, we will develop a temporary solution if major delays take place.)

Recommendation 3: 
The Department of Budget and Management Services staff in collaboration with the Human Resources Department staff should perform annually a detailed position reconciliation for authorized position information reported in the Budget Book to MUNIS.   

Management’s Response:
We concur. Management is in full agreement with the recommendation. Annually we will work with the Budget and Management Services department to do a full reconciliation of FTEs in Munis. The persons responsible will be the HRIS Manager, Compensation and Classification Manager, and Assistant Director.

Implementation Date:
Immediately, but the actual reconciliation date will occur in December and January of any given year, as Budget and Management Services establishes their personnel projections for the coming fiscal year.
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Management Response

Memo to:	Dr. Germaine F. Brewington, Director of Audit Services
From:		John Allore, Assistant Budget Director
Date:		March 6, 2019
Subject:	Management’s Response to Recommendations
		Vacant Positions Performance Audit March 2019

The following is the management’s response to the Vacant Positions Performance Audit dated March 2019.
Recommendation 2:		
The Department of Human Resources staff should continue their efforts to develop and regularly distribute meaningful reports that provide City Management and directors with data on vacancies. Reports should include cost estimates of funding associated with vacancies.

Management’s Response:
We concur. Management is in full agreement with the recommendation. And will work with Human Resources to provide cost estimates when they request them. 

Implementation Date:  TBA Human Resources

Recommendation 3:		
The Department of Budget and Management Services staff in collaboration with the Human Resources Department staff should perform annually a detailed position reconciliation for authorized position information reported in the Budget Book to MUNIS.   

Management’s Response:
We concur. Management is in full agreement with the recommendation.  Annually we will work with Human Resources and departments to do a full reconciliation of FTEs in the MUNIS system. The persons responsible will be John Allore and Christina Riordan. 

Implementation Date:  Immediately, but the actual reconciliation will occur in December and January of any given year, after the Personnel Projection is pulled down from MUNIS,  which establishes the base personnel budgets going into any annual budget cycle.
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Reginald Johnson
Director, Community Development
Reginald Johnson@DurhamNC.gov

Bill Judge
Acting Director, Transportation 
Bill.Judge@DurhamNC.gov

Andre Pettigrew
Director, Office of Economic and
Workforce Development
Andre.Pettigrew@DurhamNC.gov 

Constance Stancil
Director, Neighborhood Improvement
Services 
Constance.Stancil@DurhamNC.gov 


 
 
 


Number of Vacancies by Department As Of Feb 25,2019
Number of Vacancies	AUDIT SERVICES	BUDGET AND MANAGEMENT SERVICES	CITY MANAGER	CITY/COUNTY INSPECTIONS	CITY/COUNTY PLANNING	EMERGENCY COMMUNICATION	FINANCE	FIRE	FLEET MANAGEMENT	GENERAL SERVICES	HUMAN RESOURCES	NEIGHBORHOOD IMPROVEMENT SVCS	OFF OF ECON 	&	 WORKFORCE DEV	PARKS 	&	 RECREATION	POLICE	PUBLIC WORKS	SOLID WASTE	TECHNOLOGY SOLUTIONS	TRANSPORTATION	WATER MANAGEMENT	2	1	7	4	5	30	1	61	3	12	1	1	4	5	106	34	4	1	7	39	Vacancies Compared to Authorized Positions
Number of Vacancies	AUDIT SERVICES	BUDGET AND MANAGEMENT SERVICES	CITY MANAGER	CITY/COUNTY INSPECTIONS	CITY/COUNTY PLANNING	EMERGENCY COMMUNICATION	FINANCE	FIRE	FLEET MANAGEMENT	GENERAL SERVICES	HUMAN RESOURCES	NEIGHBORHOOD IMPROVEMENT SVCS	OFF OF ECON 	&	 WORKFORCE DEV	PARKS 	&	 RECREATION	POLICE	PUBLIC WORKS	SOLID WASTE	TECHNOLOGY SOLUTIONS	TRANSPORTATION	WATER MANAGEMENT	2	1	7	4	5	30	1	61	3	12	1	1	4	5	106	34	4	1	7	39	Number of Authorized Positions	AUDIT SERVICES	BUDGET AND MANAGEMENT SERVICES	CITY MANAGER	CITY/COUNTY INSPECTIONS	CITY/COUNTY PLANNING	EMERGENCY COMMUNICATION	FINANCE	FIRE	FLEET MANAGEMENT	GENERAL SERVICES	HUMAN RESOURCES	NEIGHBORHOOD IMPROVEMENT SVCS	OFF OF ECON 	&	 WORKFORCE DEV	PARKS 	&	 RECREATION	POLICE	PUBLIC WORKS	SOLID WASTE	TECHNOLOGY SOLUTIONS	TRANSPORTATION	WATER MANAGEMENT	5	17	33	56	49	88	41	418	48	124	23	44	18	124	672	222	114	41	87	350	Vacant Positions by Length of Vacancy( As of Feb 2019)
Number of Positions	6 Months or Less	Greater than 6 Months less or equal to a Year	Greater than 1 Year and less than 2 Years	Greater than 2 Years	204	56	52	16	
	Vacant Positions Performance Audit
	March 2019
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COUNT OF POSITION DESCRIPTION ~ BY DEPARTMENT
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Value Added Legend

Cost Risk
Compliance Reduction Reduction
Compliance: Functioning in Cost Reduction: Minimizing Efficiency : Performing effec- Risk Reduction: Minimizing
accordance with governing costs related to City activities, tively without duplication of risks related to reputation,
laws and regulations. internally or externally. efforts. financials, or personnel.

To learn more visit our webpage at www.durhamNC.gov. > AUDIT SERVICES
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