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Audit Results 
 
The results of our analysis are intended to encourage the city to evaluate its existing organizational 
structure and to adopt spans of control and layers of management that are more consistent with 
existing management practices.  Our analyses of the five departments were based on the total 
authorized full time equivalent (FTE) positions.  The results indicated: 
 

 The spans of control were generally narrower than recommended by current management 
practices, and the layers of management ranged from five to nine layers which were on the 
high end for other jurisdictions.  We found that when currently vacant positions were 
considered, the spans of controls were further narrowed.   

 Significant potential cost avoidances are possible by increasing (widening) the span of control, 
reducing the layers of management, and reducing the ratio of supervisory staff to non-
supervisory staff.  

 Abolishing positions that have been vacant for five or more years (particularly long vacant 
supervisory positions) would more accurately reflect budget requirements and could reduce 
regular salaries requirements by over $5 million.   

 We further recommend that departments continue to minimize their use of personal services 
contracts.  

 
Management Response 
 
The Managing Director’s Office reports that it agrees with most of the recommendations of the audit, 
but found that the report contained misleading statements and errors which incorrectly characterize the 
city departments reviewed.  Specifically, the managing director reports that the administration: 
 

• Generally agrees with recommendations to require each department director to conduct an 
assessment of the spans of control and layers of management for each city department.  The 
assessments should be completed prior to the next budget cycle. 

• Is in agreement with the need to perform an assessment of long term vacant positions to identify 
and eliminate unneeded positions to achieve organizational reform, but contends that there are 
no potential cost savings to be realized. 

• It disagrees and is disappointed that the audit recommends that departments comply with the 
intent and guidelines of the use of personal service contracts, noting that all personal services 
contracts comply with legal requirements. 

 
Our report encourages the city to adopt updated management practices.  The report acknowledges that 
there is no single optimal span of control and never suggested such.  We do find that, for the agencies 
reviewed, the spans of controls are generally narrower and the layers of management are greater than 
jurisdictions included in our research.  We recommend that the agencies conduct their own detailed 
assessments to determine the optimal spans of control and layers of management that will result in 
more efficient, economical, and effective operations.  
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Chapter 1:  Introduction

Chapter 1
Introduction

Background

This Audit of the Span of Control of Selected Departments in the City
and County of Honolulu was self-initiated.  The objective of the
audit was to determine whether the city’s organizational span of
control was compatible with current management practices, and
whether opportunities for streamlining the city’s organizations are
possible.

The results of our analysis are intended to encourage the city to
evaluate its existing organizational structure and to adopt spans of
control that are more consistent with existing management
practices.  In our opinion, expanding the spans of control and
reducing the layers of management could generate efficiencies
and economies in operations, reduce budget deficits, and reduce
salary requirements by over $5 million.

The U.S. economy experienced an economic downturn during
2008 - 2010 and Honolulu was affected by the recession.  To
mitigate the economic downturn and maintain a balanced
budget, the city raised sewer and other fees, restricted agency
budgets, implemented spending restrictions, and instituted a
hiring freeze.  Adding to the budget pressures were the need to
provide basic city services to a population of almost one million
residents; improve infrastructure; upgrade facilities such as the
sewer and wastewater collection systems; and to prepare for the
construction of a mass rail transit system.

The mayor of the City and County of Honolulu serves as the chief
executive officer.  Assisted by a managing director, the mayor is
responsible for 21 departments, quasi-governmental agencies, and
commissions.  In fiscal year 2010, the city’s operating budget was
over $1.8 billion and capital spending totaled an additional $1.7
billion.  Authorized citywide staffing was over 10,400 full-time
equivalents (FTEs).

Ensuring that an agency’s organization and management
structure is best suited for the nature of its activities can result in
more effective and efficient delivery of services and could result in
opportunities for reducing the cost of operations.  Organizational
structures tend to evolve over time.  Therefore, periodic reviews
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1 Our analysis is based on the updated organizational charts available during
the audit.  The analysis does not include any informal organization or de
facto supervisory structures that were not included in the organizational
charts.

of an organization’s structure, particularly during periods of
budget deficits and economic stress, could result in opportunities
for reducing the organization’s operating costs.

As mentioned earlier, the objective of the audit was to determine
if the city’s organizational span of control was compatible with
current management practices and to determine if opportunities
for streamlining the city’s organizations are possible.  More
specifically, we (1) identified the spans of controls and layers of
management of selected agencies within the executive branch of
the City and County of Honolulu; (2) reviewed the effect of
position vacancies on reported spans of control and layers of
management; (3) compared the spans of control and layers of
management to recent trends and current management practices;
and (4) made recommendations as appropriate.

We judgmentally selected 5 of the 21 city departments (the
Departments of Budget and Fiscal Services, Enterprise Services,
Environmental Services, Planning and Permitting, and Parks and
Recreation).  For each department, we selected the entity’s
organizational chart as of January 31, 2010 and used existing
information reports to analyze the organizational structure.  For
each department, we examined the span of control, the layers of
management in existence, and interviewed department staff
regarding the results of our analysis1.  We analyzed the span of
control and its underlying layers of management; analyzed the
organizations’ operating structures; and determined if the
organization or its operating subunits maximized its span of
control and minimized the layers of management.  We did not
perform an analysis of each department’s operations to determine
the appropriate span of control.

We quantified the number of vacancies and reviewed the effect of
vacancies on the spans of control and layers of management.  For
each agency selected, we compared the organizational charts with
the position summary, position classification, and list of vacant
positions reports as of January 31, 2010 to compile an accurate
portrait of each agency’s personnel structure.

Objectives, Scope
and Methodology
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We reviewed other position vacancy reports and personal services
contracts reports.  We also reviewed span of control audits and
literature related to best practices in this area.  The data were
compared to similar analyses of other jurisdictions and best
practices as reported in current literature.

The completed updated organizational charts were circulated to
each department to verify the accuracy of the information,
including the overall organizational structure, the classification of
supervisory and non-supervisory personnel, and position
vacancies.  The agency-verified charts were then used as the basis
to perform the various span of control and layers of management
analyses.

As part of the verification, the agencies were asked to confirm the
classification of positions as supervisory within each agency.  We
followed the methodology used in other audits2 by  including
supervisory positions that were identified as managerial, formal
supervisors (including those that completed performance
evaluations of subordinates), and informal supervisors (including
those that by job function included supervisory elements
although they were not formally established in the job
description)3.  Each department was provided a copy of the
organizational chart developed in our office and asked to confirm
our characterization of a position as supervisory.

This audit was conducted from August 2010 to December 2011 in
accordance with generally accepted government auditing
standards.  Those standards require that we plan and perform the
audit to obtain sufficient, appropriate evidence to provide a
reasonable basis for our findings and conclusions based on our
audit objectives.  We believe that the evidence obtained provides a
reasonable basis for our findings and conclusion based on our
audit objectives.  To our knowledge, no previous analyses of the
departments’ organizational structure have been performed.

2 Interim Study of Span of Control,  South Florida Water Management District,
1999; Interim Span of Control Report, County of San Mateo, CA,  2010; City
Responds Positively to Recommendation Made in Our 1996 Report; Ratio of Staff to
Managers in City Government,  Seattle City Audit, 1997.

3 For example, non-automated refuse collection routes utilize a team of three
workers.  The refuse truck driver is designated as supervisor over the other
two workers although there is no formal supervisory element in the job
description.
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Our analyses of the five departments was based on the total
authorized full time equivalent positions.  The results indicated
spans of control were generally narrower than recommended by
current management practices; the layers of management ranged
from five to nine layers which are on the high end for other
jurisdictions.  We found that when currently vacant positions
were considered, the span of controls were further narrowed.
Significant potential cost avoidances are possible by increasing the
span of control, reducing the layers of management; and
abolishing positions that have been vacant for five or more years,
particularly long vacant supervisory positions.

Audit Results
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Chapter 2
Departmental Spans of Control Could Be
Increased

Our analysis is intended to encourage the city to examine its
current organizational structure so that efficiencies and economies
reported by other jurisdictions can be emulated within this city.
Our analysis of the total authorized full time equivalent (FTE)
positions indicated the spans of control among the sampled city
departments were generally narrower than what is recommended
by current management practices and reported by other
governments.  While the span of control is dependent upon a
number of factors and departments may have different
requirements, the potential exists to widen the departments’
spans of control, as well as effectiveness and efficiency, by
increasing the ratio of supervisory personnel to non-supervisory
personnel.

Span of control refers to the number of employees reporting
directly to a supervisor.  Depending on the number of direct
reports per supervisor, span of control is said to be wide (many
direct reports) or narrow (few direct reports).

Span of control is expressed as a ratio of number of direct reports
to a supervisor.  For example if an organization with 150
employees of which 20 were identified as supervisors, the span of
control would be 7.5 (150/20).  In theory, the performance of any
organization or operating subunit within an organization is
maximized when the most ideal span of control for that unit is in
place.

The average span of control is the ratio of all employees divided by
the total number of supervisors minus one (highest ranked
supervisor is not subordinate to anyone in the department).
Individual spans of control within the organization are identified
for each level within an organization that involves direct
supervision of other employees.

Ineffective and inefficient operations are often associated with a
span of control which is inappropriate to the operating
characteristics of a particular unit.  There are many factors that
affect what is the most appropriate span of control and over time

Span of Control
Terms and
Background
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these factors may change, necessitating further re-evaluation over
time.  A sample of factors is shown in Exhibit 2.1 which can have
the effect of narrowing or widening the preferred span of controls
for an organization.

Exhibit 2.1
Sample of Factors Affecting Span of Control

A narrow span of control exists when there are relatively few
employees reporting to a supervisor, while a wider span of control
has more employees that report directly to a supervisor.  For
example, if three persons report directly to one supervisor this
equals a span of control of 3.0 while nine persons reporting
directly to another supervisor would equal a span of control of
9.0.

Sources: Infotech Research Group, Manager-to-Employee Ratios: Right-Size Span of Control; Answers.com, Span of
Control; Reference for Business, Span of Control

Factor Effect on Span of Control 

Manager’s role is strictly administrative Widens 
Organizational structure is a matrix rather than 
hierarchical 

Widens 

Employees are empowered to make decisions Widens 
Senior staff coach and mentor junior employees Widens 
Effective communication and collaboration 
technologies are in use 

Widens 

Manager is highly experienced and skilled in 
management techniques 

Widens 

Employees are process workers (repetitive) Widens 
Decision making is centralized at management level Narrows 
Volume of new staff or staff turnover levels are high Narrows 
Pace of change or novelty of tasks is high Narrows 
Employees are knowledge workers (mental work) Narrows 
Employees are geographically dispersed Narrows 
Jobs are complex, ambiguous, dynamic or otherwise 
complicated 

Narrows 

Lots of interaction required between supervisor and 
workers 

Narrows 

Manager conducts hands-on work alongside staff Narrows 
Employees have diverse work roles/responsibilities Narrows 
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Four of the five departments examined have narrow spans of
control and are narrower than suggested by current management
practices.  As shown in Exhibit 2.2 the overall spans of control for
the agencies ranged from 4.0 to 6.2, with a median span of control
of 4.8.

Sample of
Department Spans
of Control
Compared to a
Sample of Other
Governmental
Entities

Exhibit 2.2
Span of Control by Department

These spans of control are based on the ratio of the number of
authorized full time equivalent positions in each agency to those
positions identified as supervisory.  The authorized FTEs includes
FTE positions that were vacant as of January 31, 2010, and
excludes employees under personal services contracts.

We compared Honolulu’s spans of control to other governmental
entities found in a search of available reports and found that
Honolulu’s spans of control were among the narrower of those
reported as shown in Exhibit 2.3.  If the Department of Planning
and Permitting is excluded from the calculation, the four
remaining departments have an average span of control of 4.45
which is the narrowest span of control among all the

Source: Office of the City Auditor
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organizations listed.  This means that each supervisor has fewer
direct reports than any of the jurisdictions listed in Exhibit 2.3.

Exhibit 2.3
Honolulu Span of Control Compared to Other Organizations

Sources: Performance Audit Span of Control, City Auditor’s Office, City of
Kansas City, Missouri (2002); Recommended Budget Supplemental
Item – Interim Span of Control Report, County of San Mateo, California
(June 18, 2010); and Office of the City Auditor, City and County of
Honolulu

A review of the departments’ spans of control at the division level
confirms that, except for the Department of Planning and
Permitting, the internal spans of control are narrow and could be
widened.  More specifically, the number of direct reports to each
identified supervisory level could be expanded.  In our opinion,
each department needs to conduct an analysis that optimizes and
expands the spans of control, and maximizes operating
efficiencies and effectiveness.

Division level spans of
control are generally
narrow

ORGANIZATION SPAN OF 
CONTROL 

Kansas City, Missouri, 2001 4.6 

Palo Alto, California, , 2004 4.73 

Honolulu, Hawaii, 2010 4.8 

King County, Washington, 1994 5.6 

San Mateo County, California, 2010 5.6 

Seattle, Washington, 1996  5.9 

California State Government, 1996 6.0 

Portland, Oregon, 1994 6.5 

Federal Government (1993) 7.0 

Marin County, California, 2010 7.4 

Contra Costa County, California, 2010  8.8 

Texas State Government, 1997 9.0 

Alameda County, California, 2010  9.1 

Santa Clara County, California, 2010 9.6 

Iowa State Government, 1996 10.0 
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Exhibits 2.4 through 2.8 show the spans of control for the
departments by division level. Our analysis is based on the
authorized full time equivalent (FTE) positions.4  From Exhibit 2.3,
we selected 6.0 for our reference point.5

Exhibit 2.4
Span of Control within Department of Enterprise Services (by division)

In the Department of Enterprise Services, three of the four
divisions had spans of control below 6.0 .  As shown in Exhibit 2.4
only the Golf Course Division exceeded the 6.0 ratio reference
point.

Source: Office of the City Auditor

4 Our analysis excludes volunteers, temporary workers, and part-time
employees.  City managers report these unauthorized FTEs may increase
the spans of control and are not reflected in the authorized FTEs.

5 For our analysis, we used California’s ratio of 6.0 as a reasonable span of
control and was on the low end of the spans of control found.  The spans of
control ranged from 4.6 to 10.0 FTEs per supervisor.  The midpoint was 6.5
FTEs per supervisor.  California was chosen because it was close to the
midpoint at 6.0 FTEs per supervisor and is considered a trend setter for the
rest of the nation.
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Exhibit 2.5 shows that in the Department of Environmental
Services, none of the five divisions attained a 6.0 ratio.  The Office
of Environmental Communications, which is listed separately on
the department’s organization chart, has only one employee with
no subordinates.

Exhibit 2.5
Span of Control within Department of Environmental Services (by division)

Source: Office of the City Auditor
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Similarly, Exhibit 2.6 shows that in the Department of Parks and
Recreation, all three divisions had spans of control below the 6.0
ratio reference point.

Exhibit 2.6
Span of Control within Department of Parks and Recreation (by division)
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Exhibit 2.7
Span of Control within Department of Budget and Fiscal Services (by division)
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Exhibit 2.7 shows that seven of the eight divisions in the
Department of Budget and Fiscal Services had spans of control
that ranged from 3.1 to 5.0 and were lower than 6.0 .  Only one
division exceeded the 6.0 ratio we used as a reference point

The Department of Planning and Permitting indicates that a span
of control of 6.0 or higher is possible in the city.  Four of its seven
divisions had spans of control exceeding the 6.0 reference point
and ranged from 6.0 to 8.8 .  Exhibit 2.8 quantifies the span of
control for each of planning and permitting’s divisions.

Wider spans of control in
the City are possible

Exhibit 2.8
Span of Control within Department of Planning and Permitting (by division)
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In addition, as previously shown in Exhibit 2.4, the Department
of Enterprise Services’ Golf Course Division had a span of control
of 9.0.  Although no optimal span of control exists, these
examples indicate the opportunity for wider spans of control are
possible.

Source: Office of the City Auditor
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A narrow span of control does indicate a systematic review of the
departmental organization is warranted.  By increasing the span of
control, the departments and divisions could streamline their
organization to achieve efficiencies and economies that are needed
by the city to reduce budget deficits.

Contemporary management theory6 generally advocates that
organizations can improve performance through wider spans of
control.  The most appropriate ratio of staff to managers can only
be determined by carefully evaluating and balancing the
particular purposes and characteristics of an organizational unit.
While contemporary management theory no longer contends that
there is a single optimal span of control for an organization, many
leading management theorists agree that spans of control can be
widened.

Spans of control that are too wide or too narrow both have
drawbacks.  Despite this, most contemporary management
experts advocate spans of control that are wider than what we
found for the five Honolulu departments.  It has also been noted
that the general trend in organizations since the 1990’s has been
to widen the organizational span of control.  The trends are not
new, but continue to be current.  Exhibit 2.9 lists the
recommendations of several experts for spans of control.

Current
Management
Experts Advocate
Increasing Spans of
Control

6 Contemporary management theory includes: Encyclopedia of Management¸
Span of Control, 2006, Gale Cengage; Span of Control, Encyclopedia of Business,
2nd Edition, 2006;  Simple Models of Hierarchical Organizations, Ali Yassine, David
Goldberg, Tian-Li Yu, Department of General Engineering, University of
Illinois; Structure and the Performance of Public Organizations: Task Difficulty and
Span of Control, John Bohte, Department of Political Science, Oakland
University, and Kenneth J. Meir, Department of Political Science, Texas A&M
University; Ode to Luther Gulick: Span of Control and Organizational Performance,
John Bohte, Department of Political Science, Oakland University, and
Kenneth J. Meir, Department of Political Science, Texas A&M University;
Sound Off – On Achieving Excellence, Tom Peters, April 1994; The Coming of the
New Organization, Peter F. Drucker, Harvard Business Review, January/
February 1988; How to Establish the Proper Span of Control for Managers,
Industrial Management, November/December 1993; and Thriving on Chaos:
Handbook for a Management Revolution, Tom Peters, 1987.
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Exhibit 2.9
Spans of Control Recommended by Management Experts

1 Adapted from The Economist Guide to Management Ideas and Gurus, by Tim Hindle
2 Himanshu Juneja, Information Technology and Services Consultant, www.managementstudyguide.com, 2011

Source: Audit of Restructuring Efforts and Management Span of Control with Organization Charts, April 2004, City
Auditor’s Office, City of Palo Alto, California

Management Expert 
Span of Control and 
Manager/Staff Ratios 

Recommended 
Comments 

Edward Lawler 15+ per manager Author of The Ultimate Advantage. 

Tom Peters 25+ per manager Business author recommends that high-
performance organizations should never have 
less than 15 staff per manager and should 
usually have more. 

President Clinton 
National Performance 
Review 

14 staff per manager Directed federal government to double spans of 
control to 14 staff per manager based on 1993 
report Transforming Organizational Structures: 
Accompanying Report of the National 
Performance Review. 

James O’Toole 10 Staff per supervisor University of Southern California professor 
whose study of spans of control shows an 
average of 10 staff per manager.  He 
concluded that American workers are over-
supervised. 

Peter Drucker  Business author concludes that more staff per 
manager and fewer management layers lead to 
improved management and organizational 
performance. 

National Commission on 
State and Local Public 
Service 

 Recommends decreasing the ratio of managers 
to staff and flattening the bureaucracy to 
increase accountability, save money, and shift 
personnel to the front line. 

The Economist 
Magazine, November 9, 
20091 

The consensus of the size 
of the ideal span rose to 
between 15 and 25. 

After 1960, … Flatter, less hierarchical and 
more loosely structured organizations implied 
larger spans of control.  

Himanshu Juneja2 An ideal span of control is 
an organization, according 
to modern authors is 
around 15 to 20 
subordinates per manager 
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Span of control concepts have changed over time.  The literature
notes6 that the changes in the beliefs about optimal spans of
control reflect changing work conditions.  Early span of control
theorists believed that supervisors needed to maintain close
control over subordinates and effective spans of control needed to
be somewhat narrow.

Over time, the nature of work has changed.  By the 1980s, the
development of inexpensive information technology significantly
altered the nature of the employee.  Greater employee
independence and interaction resulted, and spans of control
widened as many middle management tasks were eliminated,
reducing the need for middle managers.  Today, there is greater
reliance upon individual worker performance, with the role of
supervisors changing from one of control to support.

Organizations with narrow spans of control tend to disperse
decision authority through many layers of management with the
final decision often at high levels of management.  This usually
increases the time it takes to make decisions and usually results in
less responsive organizations and higher administrative expenses.

Organizations with wider spans of control permit decision-
making authority at lower levels of management.  This allows
faster and more customer-oriented decision making.  Other
advantages of a wider span of control include:

• Greater employee satisfaction and motivation

• More opportunities for development of employee skills

• Less duplication of tasks, roles, and responsibilities

• Lower management costs

• Decreased need for management-support staff

• Fewer planning and coordination meetings

• Less paperwork due to fewer reporting requirements

• Greater management focus on planning and goals

Current Trend Is to
Widen the Spans of
Control
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• Less micro-management and faster decision making

• Clearer communication between the bottom and top
layers of the organization

In addition it is reported that many public sector organizations
have shifted from high-specialization to cross-functional teams
and decentralization.  Spans of control which are too narrow do
not fully utilize managerial staff and may not be giving
appropriate authority to staff that could assume more
responsibility.  Failure of management to consider or identify
spans of control that are most appropriate to its needs, could
therefore result in inappropriate management structures which
reduce operational efficiency and effectiveness, in addition to
incurring unnecessary costs.

In summary, the shift in preferred organizational structure to a
wider span of control, as well as reduced layers of management, is
based on changes in the nature of today’s workforce.  Workers
today are more independent and collaborative; there is a greater
focus on individual worker performance and less on supervision;
organizations have streamlined to reduce the number of
supervisors and managers; and the role of supervisors has
changed from control to support.

1. The mayor and managing director should require each
department director to conduct an assessment of the optimal
spans of control for each city department and its departmental
activities; develop plans to implement changes needed to
achieve those spans of controls; and implement goals and
actions necessary to expand the spans of control.

Recommendation
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Chapter 3
Layers of Management Can Be Reduced

Management experts6 today recommend reducing the layers of
management and flattening organizations to enhance
organizational efficiency and effectiveness.  Organizations with a
narrow span of control tend to have more layers of management.
As spans of control are widened, there is a tendency to reduce the
number of layers of management.  We found that the overall
layers of management ranged from seven to nine for the five
departments examined.  This is at the high end for layers of
management reported by other jurisdictions.  Reducing the layers
of management could improve the city’s effectiveness and
efficiency, and reduce the cost of operations.

Layers of management is another term used to describe how an
organization is managed, and is defined as the number of levels of
management within an organization.  The number of supervisory
or management layers an employee must go through to reach the
top management official in an organization determines the layers
of management.  Typically organizations with a narrow span of
control have more layers of management while those with a wider
span of control have less layers of management.  Reducing the
layers of management can produce efficiencies, effectiveness, and
economies in operations that will allow an organization to be
more flexible and responsive to changing environments and
competition.

For purposes of this audit, layers of management for each
department was defined as the maximum number of layers that
any individual would have to report to before he or she reached
the department director.  We did not include the additional layers
of management between the department head and the mayor.7

Layers of
Management Terms
and Background

7 Per the audit methodology used by other audits, we treated the department
director and the deputy director as two layers.  The city department
managers and the Human Resources director contend the department
director and deputy director should be considered one layer.
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Experts6 advocate reducing the layers of management to enhance
organizational efficiency and effectiveness.  Our analysis of the
five departments is shown in Exhibit 3.1.  The layers of
management ranged from seven to nine layers or an average of
8.8 layers of management across the five departments.  We
compared the city departments to other jurisdictions (Exhibit 3.2)
and found Honolulu’s seven to nine layers of management were
at the high end for management layers established by other
entities.  According to management experts, reducing the layers
of management may make it possible to improve city
performance, customer service, ownership of a problem, and the
quality of problem resolutions.

Exhibit 3.1 shows the departmental management layers based on
our analysis of the departmental organizational charts.

Department Layers
of Management Can
be Reduced

Exhibit 3.1
Department Management Layers (lowest level to department director)
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Exhibit 3.2 shows examples of the layers of management of other
jurisdictions based on our research of available literature.6

Source: Office of the City Auditor
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Division level layers of management can be reduced.  Exhibits 3.3
through 3.7 show the layers of management among the
department divisions.   The number of layers from the lowest
employee level to the division chief ranged from two to seven
layers of management.  The additional layers of management
between the division chief and department director added two
layers of management and totaled four to nine layers of
management.  Reducing the layers of management among the
divisions could reduce division costs and improve efficiency and
effectiveness.

Exhibit 3.2
Layers of Management in Other Jurisdictions

Source: Audit of Restructuring Efforts and Management Span of Control with Organization Charts, April 2004,  City
Auditor’s Office, City of Palo Alto, California; Performance Audit, Span of Control, April 2002, City Auditor’s
Office, City of Kansas City, Missouri.

Division Layers of
Management Can
Be Reduced

Jurisdiction Layers of Management Comment 

Palo Alto, California Between 1 and 5 Although no excessive layers noted, additional 
savings in personnel costs and possible 
enhanced organizational effectiveness are 
possible through further reductions. 

King County, 
Washington 

An average of 5 layers, ranging 
from 4 - 9 

Recommends reducing layers of management 

Seattle, Washington Range of 1 – 8 with two thirds 
of employees managed with 
between 5 to 6 layers 

Estimated $3.1 million savings generated 
through restructuring 

Portland Oregon Maximum of 7 layers This includes the top layer of management 
(mayor) which was not included in our analysis 

Iowa State Reported management layers 
decreased from 3.5 to 2.7 
between 1991 and 1994 

1992 Iowa legislation called for a reduction in 
layers of management 
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Exhibit 3.3
Department of Enterprise Services’ Levels of Management (by division)

Source: Office of the City Auditor

Exhibit 3.4
Department of Environmental Services’ Levels of Management (by division)

Note: The Office of Environmental Communications, which is listed separately on the department's organization chart,
has only one employee with no subordinates.

Source: Office of the City Auditor
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Exhibit 3.5
Department of Parks and Recreation's Levels of Management (by division)
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Source: Office of the City Auditor

Exhibit 3.6
Department of Budget and Fiscal Services’ Levels of Management (by division)
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The exhibits indicate the layers of management can be reduced.
For example, in Exhibit 3.6, the Department of Budget and Fiscal
Services’ Internal Control Division operated with two layers of
management.  As shown in Exhibit 3.7, five of the seven divisions
in the Department of Planning and Permitting had three or fewer
levels of management from the lowest level employee to the
division director.  If the other departments emulated the budget
and fiscal services’ Internal Control Division and the planning and
permitting’s divisions, the layers of management could be
reduced and significant personnel savings could occur.  For
example, four of the five divisions in the Department of
Environmental Services had layers of management ranging from
four to seven layers.  Reducing the layers of management to three
could reduce department and division operating costs.

As discussed earlier, two layers of management exist from the
division director to the department director.  So the actual layers
of management in the exhibits are understated.  For example, in
all five divisions of the Department of Environmental Services,
the department director and deputy director increase the layers of
management to six to nine layers between the lowest level
employee and the department director.  Reducing the layers of

Exhibit 3.7
Department of Planning and Permitting's Levels of Management (by division)
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management at the division levels to three levels would streamline
the department operations and reduce the personnel costs for the
department.

2. The mayor and managing director should direct each
department director to assess the layers of management
within their departments and implement reductions in the
layers of management that will result in enhanced efficiency
and effectiveness.

Recommendation
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Chapter 4
Vacancies Further Narrow the Span of Control

The executive branch has 21 departments with an authorized
workforce of over 10,400 full time equivalents (FTEs).  Of these
positions, over 2,100 FTEs (19.3 percent) were vacant as of
January 31, 2010.  A number of positions have been vacant for
extended periods of time.  Retaining the vacant authorized
positions has inflated the spans of control.

For our analysis, we used the overall personnel staffing as of
January 31, 2010.  We examined the List of Vacant Positions as of
1/31/2010 report; the fiscal year 2011 line item detailed operating
budget; and the Position Summary by Position Classification Report
for each department.  Exhibit 4.1 shows the total positions listed
as vacant and Exhibit 4.2 shows whether the department had
budgeted to fill the positions or not.

Vacancy
Background

Exhibit 4.1
Total Vacancies Included in Sample (as of January 31, 2010)

* Total vacancies (FTE) are rounded to nearest FTE

Source: Office of the City Auditor

Department Total Vacancies (FTE) 

Enterprise Services  68 

Environmental Services 270 

Parks and Recreation 113 

Budget and Fiscal Services  77 

Planning and Permitting 76 

Total 604 
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We reviewed the position vacancies as of January 31, 2010 for
each of the five departments and adjusted the spans of control
based on the vacancies.  We found that each of department’s
spans of control narrowed.  For example, the planning and
permitting department’s span of control narrowed from 6.2 to 4.8
after adjusting for the vacancies.  The Department of Enterprise
Services’ span of control declined from 5.1 to 3.9 after adjusting
for the vacant positions.

This is not unexpected since the administration has maintained a
policy of vacancy cutbacks for budget control purposes.  The
budget submitted by the administration to the City Council
reflects the total salary requirements for all positions, including all
vacant positions.  For various budgetary purposes, not all vacant
positions are funded.  This is reflected in a lump sum cut in
salaries, known as vacancy cutbacks.  The result of vacancy
cutbacks is that there are insufficient funds to fund all vacant
positions and agencies must prioritize what vacant positions can
be filled with the available resources.  The administration reports
that cutting costs through vacancy cutbacks are prudent and
necessary economic actions, but such practices also result in
positions continuing to remain vacant for longer periods of time.

Source: Office of the City Auditor

Exhibit 4.2
Vacant Positions by Department (Budgeted and Unbudgeted)
(as of January 31, 2010)

Vacancy Rates
Reduce the Spans
of Control
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Agency spans of control are narrowed when position vacancies
are taken into consideration.

Exhibit 4.3 shows the narrowing in the span of control for each
department when taking position vacancies into account.

Exhibit 4.3
Span of Control Adjusted for Vacancies (FTE by department)

Source: Office of the City Auditor

Exhibits 4.4 through 4.8 show the narrowing in the spans of
control for each division by department when vacancies are
considered.  For instance, the budget and fiscal services’ Real
Property Division (Exhibit 4.7) span of control decreased from 6.9
to 5.4 after adjusting the span of control for vacancies.  The
environmental services’ Collection System and Maintenance
Division (Exhibit 4.5) span of control declined from 4.0 to 2.6
after adjusting for the vacancies. The parks and recreation’s Park
Maintenance and Recreational Services Division (Exhibit 4.6) span
of control dropped from 5.0 to 4.4 after adjusting for the
vacancies.  While departmental vacancies are variable, the vacancy
cutback budget practices, staff turnovers, hiring freezes and other
budgetary control measures have resulted in longer term periods
with staffing at less than the fully authorized FTE count for each
department.  Regardless of the legitimacy or reasons for vacant
positions, it has the effect of narrowing an agency’s span of
control.
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Exhibit 4.4
Department of Enterprise Services’ Span of Control Adjusted for Vacancies
(FTE by division)

Source: Office of the City Auditor

Exhibit 4.5
Department of Environmental Services’ Span of Control Adjusted for Vacancies
(FTE by division)
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Source: Office of the City Auditor
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Exhibit 4.6
Department of Parks and Recreation's Span of Control Adjusted for Vacancies
(FTE by division)

2.5

4.1

5.0

2.1

3.2

4.4

0.0

1.0

2.0

3.0

4.0

5.0

6.0

Executive Services Urban Forestry Park Maintenance & Recreational
Services

Divisions

S
p

an
 o

f 
C

o
n

tr
o

l

FTE Span

FTE Span Less Vacancies

Source: Office of the City Auditor

Exhibit 4.7
Department of Budget and Fiscal Services’ Span of Control Adjusted for Vacancies
(FTE by division)
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Positions that have been vacant for extended periods of time
should be reviewed to determine whether the positions are really
needed for departmental operations.  Reducing the number of
vacant positions could more accurately reflect budget
requirements.

Our examination of vacancies showed each department had a
number of positions that had been vacant for extended periods of
time.  We reviewed the position vacancy report as of January 31,
2010 and identified positions that had been reported vacant for
five or more years, as shown in Exhibit 4.9.

Exhibit 4.8
Department of Planning and Permitting's Span of Control Adjusted for Vacancies
(FTE by division)
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Eliminating Long
Term Vacancies
Would More
Accurately Reflect
Budget Needs
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Department staff informed us the vacant positions were not
eliminated because of the difficulties they encountered in getting
any position authorized and creating new positions.  The
departments are therefore reluctant to give up any authorized
position, whether there continues to be a need or not.  However,
we question whether a position that has remained vacant for an
extended period of time is necessary for department operations,
particularly if the position impacts the city’s budget.

The city administration currently budgets its salary requirements
based on the authorized full time equivalent positions, including
all vacant positions.  The budget amount requested is reduced by
a lump sum amount identified as the vacancy cutback.  Under the
current city practices, any appropriated amounts that exceed the
department’s salary requirements can be used to fill additional
vacancies.  That is, each department is allowed to use personnel
salary and benefits funds for personnel-related purposes.

The departments state that maintaining vacant positions allows
the departments the flexibility to fill any vacant position as need
dictates and funding permits.  According to the city
administration, this practice gives the departments flexibility and
allows them to use available funds to address evolving priorities.
In our opinion, this practice could result in budget requests that

Exhibit 4.9
Positions Vacant 5 or More Years (by department)

Source: Office of the City Auditor

Agency 

Number of 
Vacant 

Positions  
(as of 1/31/10) 

Number of 
Positions Vacant 
5 or more years 
(as of 1/31/10) 

Percent of Positions 
Vacant  

5 or more years 

Department of Budget and Fiscal 
Services 77 17 22% 

Department of Enterprise 
Services 

68 19 28% 

Department of Environmental 
Services 270 81 30% 

Department of Parks and 
Recreation 113 20 18% 

Department of Planning and 
Permitting 76 9 12% 
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are higher than the amount the departments actually need.  We
believe this practice could also result in inflated budget savings,
inadequate vacancy cutbacks, and salary savings for positions
departments do not plan to fill.

For example, long term vacant positions are included in the
budget under regular pay (object code 1101). If the vacancy
cutback excludes a long term vacant position, the vacancy would
be funded and, if the position is not filled, the department would
have extra funds for personnel-related purposes or could claim
salary savings.  Abolishing the long-term vacant positions,
particularly those that have been vacant five or more years, would
ensure funds are not provided for the vacancies.

To illustrate the potential cost avoidances possible, we identified
those positions reported vacant for five or more years on the List
of Vacant Positions as of 1/31/2010 and totaled the estimated
salaries for these positions as shown in Exhibit 4.10.  The total
estimated cost for the five agencies is $5,678,746.  By eliminating
vacancies that have not been filled for five or more years, the
administration could reduce salary requirements and budget
deficits related to the vacancies by over $5 million.

City managers report that budget requests are based on the funds
available to fill vacancies.  That is, if funds are not available, the
vacancies are not filled.  Unfortunately, the unfunded vacancies
are included as part of vacancy cutbacks and, in our opinion, could
be claimed as savings.  Eliminating the long term vacancies would
more accurately reflect the amount needed for the regular salary
budgets.

Potential cost
avoidances
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Personal services contracts are used to temporarily fill vacant
positions and are not included in the span of control calculations.
Nevertheless, we sampled personal services contracts in the five
departments and compared them to authorized positions that
were reported as vacant.  We found that several part-time
positions in the Department of Enterprise Services matched
several positions listed on the vacancy reports that were vacant for
five or more years.

In some cases, the same person was repeatedly hired under
personal services contracts for the same position.8  This practice
may have violated city charter and state laws which limit personal

Exhibit 4.10
Estimated Annual Salary Costs of Positions Vacant for 5 or More Years
(as of January 31, 2010)
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Some personal service
contracts warrant review

8 In our 2006 report, Audit of the City’s Personal Services Contract Practices, Report
No. 06-02, we found that the “...city’s executive departments and agencies routinely
maintain long-term personal services contracts commonly exceeding one year of
employment in violation of the city charter.”  The Department of Human
Resources reported in our Audit Recommendations Status Report, April 2004 to
July 2010, Report No. 11-04,  “…that the department tries to ensure departments use
personal services contracts properly…”.
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service contracts to services of a temporary nature that do not
exceed one year.9

The mayor and managing director should:

3. Require department directors to perform assessments of long
term vacant positions to identify unneeded positions,
determine if any positions can be abolished, and abolish long
term vacant positions (particularly positions vacant five or
more years) from authorized staffing (FTEs), budget
calculations, and funding requests.

4. Require departments to comply with the intent and guidelines
for the use of personal services contracts, and minimize the
use of personal service contracts to fill vacant positions.

Recommendations

9 The Revised Charter of Honolulu, Section 6-1103, defines personal services
as temporary, needed in the public interest, and does not exceed one year.
The Hawaii Revised Statutes, Volume 2, Section 46-33 defines personal
services obtained by contract as unique, essential to the public interest,
cannot be obtained through normal civil service procedures, and may not
exceed one year.
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Chapter 5
Cost Avoidances Related to Supervisors May Be
Possible by Increasing the Span of Control

Supervisory personnel costs in the five sampled departments
totaled over $36 million (see Exhibit 5.4).  Expanding the spans of
control could result in fewer supervisors.  As discussed in Chapter
2, each department and division will have to determine the
optimal span of control for their operations.  By abolishing
supervisory positions that have been vacant five or more years,
each entity could reduce the number of supervisors and avoid the
salary costs associated with the vacant positions.

We verified the full time equivalent (FTE) positions classified as
supervisors with the departments.  Exhibit 5.1 shows the results
of our analysis.

Supervisor
Background

Exhibit 5.1
Full Time Equivalent (FTE) Supervisors vs. Non-Supervisors (by department)

Source: Office of the City Auditor
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We quantified the salaries for supervisory and non-supervisor
staff for each department.  The results are shown in Exhibit 5.2.

Exhibit 5.2
Salary Costs for Supervisors vs. Non-Supervisors (by department)($)

Management experts6 report departments with narrow spans of
control have relatively more supervisors than departments with
wide spans of control.  As illustrated in Exhibit 5.3, except for the
parks and recreation department, our analysis indicated this
observation is generally valid for the departments reviewed.

Note: Salaries are rounded to nearest dollar

Source: Office of the City Auditor and City and County of Honolulu’s Position Summary by Position Classification as of
1/31/10
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We also calculated the percentage of total salaries paid to
supervisors for each department.  The results are shown in
Exhibit 5.4.

Exhibit 5.3
Ratio of Supervisors to Non-Supervisors (by department)

* FTE counts rounded and will differ from Exhibit 5.1

Source: Office of the City Auditor

Exhibit 5.4
Supervisor Salaries as a Percentage of Total Department Salaries

Source: Office of the City Auditor

Department 

Span of Control 
(excluding 

vacancies) (FTE) Supervisors 
Non-

Supervisors 
Total 
FTE Supervisor (%) 

Enterprise 

Services 3.9 57 235 292 19.5% 

Environmental 
Services 3.1 285 863 1,148 24.8% 

Parks and 
Recreation 4.1 182 674 856 21.2% 

Budget and Fiscal 
Services 3.2 92 276 368 25% 

Planning and 
Permitting 4.8 55 288 343 16% 

Total  671 2,336 3,007 22.3% 

 

Department Supervisor Salaries ($) 
Percent of Total Salaries 

(%) 

Enterprise Services $3,006,180 27% 

Environmental Services $14,525,899 30% 

Parks and Recreation $8,641,721 27% 

Budget and Fiscal Services $6,163,762 35% 

Planning and Permitting $4,136,820 24% 

Total $36,474,382  
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More specifically, the city’s Department of Planning and
Permitting had a span of control of 4.8 FTE, excluding vacancies.
Its adjusted span of control was the widest among the
departments.  The number of supervisors was 16 percent of the
total staff, and salaries totaled 24 percent of the total salaries.  The
planning and permitting department’s percentages were lower
than the other departments sampled.

In contrast, the Department of Environmental Services and the
Department of Budget and Fiscal Services had the narrowest
adjusted spans of control (3.1 and 3.2 FTE).  These departments
had the highest percentage of supervisors (24.8 and 25 percent),
and the highest percentage of supervisory salaries (30 and 35
percent) of total salaries.

While an optimal or ideal ratio of supervisors to non-supervisors,
span of control, and layers of management do not exist,
conditions that result in a wider span of control and fewer layers
of management can reduce the number of supervisors and reduce
supervisory salary expenses.  We believe the city would benefit
from a review of supervisory positions, particularly those with
four or less direct reports, to determine if the span of control can
be widened and layers of management reduced.  As the nature of
work changes, the number of middle level, vacant supervisory
positions could be eliminated, reduced, or reclassified to non-
supervisory positions.

Some long term vacant positions are supervisory positions.  For
example the Department of Planning and Permitting reports that
the Chief Planner position in the Land Use Permits Division has
been vacant 5 years, since August 1, 2006; and the Chief of
Building Safety position within the Building Division has been
vacant for 12 years, since July 30, 1998.  Although the department
budget requirement for regular pay includes funds for both
positions, they remain vacant.  In some instances, positions may
be filled by a lower category employee who serves in an acting
capacity.  If the lower category employee is successfully fulfilling
the job requirements, the need to maintain the existing
supervisory position may be questionable.  By eliminating the
vacant position or reclassifying the position to a lower category,
the department could reduce the amount of its annual budget
requirements.

Other long vacant positions continue to be included in budget
requirements for regular pay.  For instance, the Department of

Eliminating Long
Term Supervisory
Vacancies Could
Reduce Budget
Requirements
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Environmental Services lists several positions which have been
vacant for 10 to 16 years.  The Department of Budget and Fiscal
Services lists several positions that have been vacant for 10 or
more years.  These positions continue to be included as part of the
total salary requirements in the regular pay of the administration’s
budget.

In our opinion, long term, vacant positions should not be
included in budget requirements and should be eliminated.  We
recognize that continuing budget limitations exist and
departments need the flexibility to utilize available funds to fill
vacant positions according to departmental priorities.  However,
in our opinion, positions that remain vacant for extended periods
of time, have low priorities for the departments, and are unlikely
to be filled, should be abolished.

In the vacant position reports dated January 31, 2010, there is a
column which asks departments to indicate whether a vacant
position should be abolished.  The responses for 100 percent of
the vacant positions were that the positions should not be
abolished.  The unfunded vacant positions are usually reported as
part of vacancy cutbacks or as salary savings.  This is misleading as
actual savings are not occurring.

Increasing the spans of control could result in cost avoidances.  A
few governmental jurisdictions reported expanding the spans of
control may have produced savings.  For example:

• The city of Seattle reported several city departments saved
approximately $3.1 million by increasing the ratio of staff
to supervisory personnel.

• The South Florida Water Management District reported in
a follow-up to its original span of control study that the
layers of management could be further reduced.  Twelve
supervisory positions were found that were virtually
identical to the next level of subordinate supervisors.  The
elimination of the extra layer of management could
potentially save $1.1 million in annual costs.

• The city of Tacoma, Washington estimated the elimination
or reclassification of 20 supervisory positions could result
in up to $2.25 million is savings.

Other Jurisdictions
Report Savings
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5. The mayor and managing director should encourage the
departments to optimize the spans of control within each
department by reducing the number of supervisors,
abolishing supervisory positions vacant five or more years,
expanding the spans of control, and reducing the layers of
management.

Recommendation



41

Chapter 6: Conclusion and Recommendations

Chapter 6
Conclusion and Recommendations

Management analyses techniques such as the span of control and
layers of management are tools that can assist agencies in
assessing whether their organizational structure is conducive to
effective and efficient operations.  Modern management theory
today advocates that wider spans of control and less layers of
management generally reflect more effective management
practices given the changing nature of today’s workforce and the
workforce’s environment.  While there is no optimal span of
control or layers of management, a review of the purposes and
characteristics of an agency’s operations, its operating
environment, and needed resources can assist in ensuring that
cost-effective, efficient organizational structures are in place.

Our analyses of the five departments found that generally the
spans of control were narrower and layers of management were
greater than what others have reported.  We believe that the
opportunity exists to avoid costs related to salary and benefits
through the evaluation and abolishing of unnecessary supervisory
positions (particularly supervisory positions vacant five or more
years); increasing the current span of control; and reducing the
number of management layers that currently exists.

We also found that current budgetary practices relating to
unfunded vacancies further narrow the departments’ spans of
control.  Positions that have been vacant for extended periods of
time continue to be included in budget requirements and the use
of vacancy cutbacks do not accurately quantify departmental salary
requirements.  We believe that evaluating the continued need for
these positions and the elimination of long vacant positions
should be an integral part of each department’s organizational
assessment.

The mayor and managing director should:

1. Require each department director to conduct an assessment of
the optimal spans of control for each city department and its
departmental activities; develop plans to implement changes

Conclusion

Recommendations
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needed to achieve those spans of controls; and implement
goals and actions necessary to expand the spans of control.

2. Direct each department director to assess the layers of
management within their departments and implement
reductions in the layers of management that will result in
enhanced efficiency and effectiveness.

3. Require department directors to perform assessments of long
term vacant positions to identify unneeded positions,
determine if any positions can be abolished, and abolish long
term vacant positions (particularly positions vacant five or
more years) from authorized staffing (FTEs), budget
calculations, and funding requests.

4. Require departments to comply with the intent and guidelines
for the use of personal services contracts and minimize the use
of personal service contracts to fill vacant positions.

5. Encourage the departments to optimize the spans of control
within each department by reducing the number of
supervisors,  abolishing supervisory positions vacant five or
more years, expanding the spans of control, and reducing the
layers of management.
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Management
Response

The Managing Director’s Office reports that it agrees with most of
the recommendations of the audit, but found that the report
contained misleading statements and errors which incorrectly
characterize the city departments reviewed.  Specifically the
managing director reports that the administration:

• Generally agrees with recommendations one, two and five
to require each department director to conduction an
assessment of the spans of control and layers of
management for each city department.  The assessments
should be completed prior to the next budget cycle.

• Is in agreement with the need to perform an assessment of
long term vacant positions to identify and eliminate
unneeded positions to achieve organizational reform, but
contends that there are no potential cost savings to be
realized.

• It disagrees and is disappointed that the audit
recommends that departments comply with the intent and
guidelines of the use of personal service contracts, noting
that all personal services contracts comply with legal
requirements.

As we note in our report, the results of the analysis are intended
to encourage the city to evaluate its existing organizational
structure and adopt spans of control and layers of management
practices which are more consistent with existing management
practices.  Our report acknowledges that there is no single
optimal span of control and never suggested such.  We do find
that, for the agencies reviewed, the spans of controls are generally
narrower and the layers of management are greater than
jurisdictions included in our research.  We recommend that the
agencies conduct their own detailed assessments to determine the
optimal spans of control and layers of management that will result
in more efficient, economical, and effective operations.

We acknowledge that a wide range of spans of controls and layers
of management exist for all jurisdictions and their agencies.  What
is essential in the referenced span of control assessments from
Portland, Oregon; Kansas City, Missouri; and San Mateo County,
California (which includes the Marin County information) that
are cited in the managing director’s response is that all concluded
that their existing spans of control are narrower and layers of
management are greater than existing management practices.
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We agree that elimination of long term vacant positions should be
carefully evaluated.  However, those evaluations should be
performed and positions that are no longer necessary should be
abolished.  We note the administration’s own budget documents
state that salary requirements are based on authorized full time
equivalent (FTE) positions, including all vacant positions.  We re-
affirm our position that failure to eliminate unnecessary long-term
vacant positions could result in budget requests that are higher
than actually needed.

Finally, with respect to personal services contracts, the managing
director’s response correctly notes that there is no restriction on
consecutive personal services contracts issued to the same person
for the same position (i.e. the contracts are for one year or less and
are duly certified).  Our concern is that the use of personal
services contracts should not be used as a substitute for normal
civil service procedures.  Our examination of previous
administration practices indicates that some of these personal
services contracts appear to be used to fill long-term, vacant FTE
positions.  We question whether such use meets the intent of the
personal services contracts requirements.  We also question the
validity of claimed vacancy cutback savings for unfilled FTE
positions which are being filled, even temporarily, through
personal services contracts.

A copy of the Managing Director's response is provided on page
45.
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Appendix 1

Summary Organization Charts by Department

The following organizational charts present an overview of the structure for each department
reviewed in this audit.  The charts were developed by our office based upon information provided
and subsequently verified as correct as of January 31, 2010 by the city administration and
individual departments.

Source:  Office of the City Auditor

Exhibit A1.1
Department of Enterprise Services
Organization Chart

 
Administration
(12.50 Positions)

Golf Course Division
(134.72 Positions)

Auditoriums Activity
Building Services Division

(50.00 Positions)

Auditoriums Activity
Customer Services Division 

(18.00 Positions)

Honolulu Zoo
(76.79 Positions)
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Exhibit A1.2
Department of Environmental Services
Organization Chart

Source:  Office of the City Auditor

Exhibit A1.3
Department of Parks and Recreation
Organization Chart

Administration
(5.00 Positions)

Division of Environmental Quality
 (100.00 Positions)

Division of Refuse Collection & 
Disposal 

 (423.00 Positions)

Office of Environmental 
Communications

 (1.00 Position)

Division of Collection System 
Maintenance
(178.00 Positions)

Division of Wastewater Treatment & 
Disposal

(406.00 Positions)

Office of Administrative Support
 (35.00 Positions)

Source:  Office of the City Auditor

Administration
(6.00 Positions)

Urban Forestry
(86.35 Positions)

Park Maintenance & 
Recreational 

Services
(738.78 Positions)

Executive Services
(24.50 Positions)
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Exhibit A1.4
Department of Budget and Fiscal Services
Organization Chart

Source:  Office of the City Auditor

Exhibit A1.5
Department of Planning and Permitting
Organization Chart
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Source:  Office of the City Auditor
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