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Introduction

 
Many state central procurement offices seem 
to be faced with a reduction in optimal levels/
quality of staffing, resulting in challenges that 
affect productivity and other critical areas of 
state procurement office functions.  Is this 
the so-called “silver tsunami” associated with 
America’s aging workforce, or could it be a series 
of issues leading to an even bigger challenge?

In order to understand the recruitment and 
retention challenges that exist today, as well as 
identify available talent management strategies 
in use by central procurement offices, the 
National Association of State 
Procurement Officials (NASPO) 
Emerging Issues Committee 
formed a workgroup of state 
representatives to undertake 
the 2013 NASPO Staff 
Recruitment and Retention 
Survey, a comprehensive survey 
of states. The Staff Recruitment and Retention 
Work Group evaluated and analyzed responses 
from procurement officials in 31 states and 
the District of Columbia. Results of the survey, 
combined with a review of related literature, 
became the basis of this research paper.

Available literature review provided some 
background information regarding potential 
factors affecting talent retention in government, 
such as:

● Attrition due to retirement and 
employees leaving for jobs with private 
entities or other government agencies

● Insufficient staffing for existing and 
growing workloads: government 
employees continuing to be asked to do 
more with less

● Budget cuts resulting in furloughs and 
personnel attrition

● Different expectations from different 
generations

● Inadequate total compensation (salary 
and benefits) compared to the private 
sector.

This research paper was prepared by NASPO for 
its members and other policy makers to inform 
their discussions about turnover and talent 
management strategies.

Workforce Demographics

 
Employment among people aged 55 and older 
has increased to an all-time high of 40.4 percent, 
according to 2010 data from the Bureau of 

Labor Statistics (BLS). Data from 
the U.S. Census Bureau suggest 
that, by 2016, one-third of the 
total U.S. workforce will be age 
50 or older, and will increase to 
115 million by 2020 (U.S. Census 
Bureau, 2010). This tells us that, 

due to the aging of the general population in 
the next decades, the U.S. is likely to see a 
shift in workforce demographics, with people 
continuing to work at older chronological ages.

Additionally, data from the Department of Health 
and Human Services’ Administration on Aging1 
show that high rates of employee retirement 
will continue to increase due to aging of the 
general population. According to statistics from 
the same source, persons 65 years or older—
which numbered 39.6 million in 2009 (the latest 
year for which data is available)—will increase 
to about 72.1 million by 2013. In 2009, people 
65 years or older represented 12.9 percent of 
the U.S. population, about one in every eight 
Americans; that age group is expected to grow 
to be 19 percent of the population by 2030. This 
finding is in line with the trend present in the 
workforce of both public- and private-sector 
organizations.

Is this the “silver 
tsunami” or an even 

bigger challenge?
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While there is great variance in terms of 
the beginning and end birth dates for each 
generation, for the purposes 
of this paper, the NASPO Staff 
Recruitment and Retention 
Work Group used three age 
groups corresponding to age 
ranges associated with the 
three generations that are 
present in the U.S. workforce.

● Baby Boomers 
(Boomers) defined as 
people born between 
1946 and 1964, who 
experienced suburban sprawl, the 
explosion of television, the Vietnam Era 
and Watergate.

● Generation X (Gen X) defined as people 
born between 1964 and 1980 (or early 
1980s); often described as the first 
“latch-key kids” who grew up with 
personal computers in their homes, 
Internet and MTV programs.

● Generation Y (Gen Y), a.k.a. Millennials, 
defined as people born between the 
early 1980s and the early 2000s, who 
have been exposed to the most advanced 
technologies and are heavy users of 
social networking tools (Facebook, 
Twitter, YouTube, and others).

According to the U.S. Census Bureau data for 
2009, Gen X is highly educated, holding the 
highest education levels, compared to current 
age groups2. Gen X and Gen Y have shorter 
lengths of employment compared to Boomers. 
Gen Xers like a good balance between work and 
life — they like to work to live not live to work, 
and flexible work hours are appealing to them, 
the bureau’s research found.

Findings from the 2012 Employee Tenure 
Summary by the BLS point to an older age 
profile of government workers compared to 
the private sector. Seventy-five percent of 

government employees were 35 years of age 
and older in 2012, compared to 60 percent of 

private sector employees. This is a 
wide age group that includes both 
Gen X and Boomers.

Available statistics from the 2013 
NASPO Staff Recruitment and 
Retention Survey (see age group 
distribution chart in Figure 1) show 
that Gen X is the age group most 
procurement staff falls under in 
a large majority of the central 
procurement offices responding to 
the survey.

The next age group present in the workforce of 
more than half of the states responding to the 
NASPO survey is Boomers. This seems to be in 
line with the current retirement rates due to the 
aging of the general population and dynamics of 
the U.S. workforce. However, almost all states 
have a good mix of Gen X and Boomers (as well 
as Gen Y in some states), which mirrors the BLS 
2012 statistics noted above in terms of existing 
generational make-up of the government 
workforce. Only a handful of state procurement 
offices indicated that most of their employees 
are older than 50 years of age (Boomers), which 
possibly indicates that only a few of the states 
responding to our survey will be experiencing 
high rates of retirement anticipated for the 
entire U.S. workforce in the next decades.

Only a handful of 
state procurement 

offices indicated that 
most employees are 
older than 50 years 

of age.
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Turnover and Retention Rates  
 
 
Employee turnover and retention rates are 
important metrics for organizations. Human 
resources professionals and executives use 
turnover rates to assess the health of their 
organization and develop talent management 
strategies and prevent skill shortages and loss 
of productivity.

A 2008 study3 by the Society for Human Resource 
Management (SHRM) notes that the total cost 
of replacing and hiring new staff (including 
training and loss of productivity) can be as high 
as 90 percent to 200 percent of an employee’s 
annual salary.

The BLS uses the term total separations, also 
referred to as labor turnover, which represents 
the number of employees separated from payroll 
during the reference month. Total separations 
include quits (voluntary separations in which 
employees left a job voluntarily, 
but did not retire or transfer), 
involuntary separations initiated 
by employers (layoffs and 
discharges), as well as “other 
separations” (retirements, 
transfers, deaths, or separations 
caused by disability). Total 
separations during the reference 
month are computed by dividing 
the number of separations and 
multiplying that quotient by 100. 
The annual turnover rate is then calculated by 
adding the 12 months of turnover percentages 
together. Another way to describe the turnover 
rate is the rate at which employees enter and 
leave a company in a given fiscal year.4

While separations are a common occurrence 
due to the dynamic nature of the labor market, 
relief may be in sight. Separations started to 
decline shortly after the most recent recession 
and continued the downward trend in the past 
few years. According to the most recent data 
from the Job Openings and Labor Turnover 
(JOLT) Survey5, released by the BLS, in February 
2014, the annual rate for separations in 2013 
was 37.7 percent for all industry. Current 
turnover rates for all industry are lower than 
the numbers registered in 2007-2008. The 
total number of separations including quits, 
involuntary separations, and other separations 
was essentially unchanged for total private and 
government at the end of 2013.

The JOLT Survey notes that 51.4 million total 
separations (a.k.a. labor turnover) were 
registered over the 12 months ending in 
December 2013. Hires totaled 53.3 million, 
yielding a net employment gain of 1.9 
million. When coupled with the net change in 

employment, this may possibly 
suggest more stable employment 
times across all industry.

Moreover, according to JOLT 
data, there was a decrease 
in the number of “other 
separations” for government 
over the 12 months ending in 
December 2013, while there was 
little change for total nonfarm 
and total private employers. 
The fact that the share of 

other separations, including retirements and 
transfers, has decreased in the past year, in 
spite of an aging population, indicates that 
Boomers approaching retirement age may be 
reluctant to retire due to the recent recession.

 The cost of 
replacing and hiring 
new staff can be 90 
to 200 percent of an 
employee’s annual 

salary.

TURNOVER AND RETENTION RATES
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Available data at the national level for 
retention rates are found in the BLS’ Employee 
Tenure Summary, which indicates that tenure 
among public sector employees was 7.8 years 
in 2012, almost double the median tenure of 
private sector employees. Median employee 
tenure is defined as the point at which half of 
all employees had more tenure and half had 
less tenure. Employee tenure was found to also 
vary by age, with older employees having more 

tenure than their younger counterparts.
In NASPO’s survey, the average retention periods 
for state central procurement offices was found 
to vary to some extent, with less than one-third 
having levels of retention between eight and 15 
years (see Figure 2) and nine states having really 
long tenures of more than 15 years. No state 
procurement office indicated average tenures 
shorter than three years for their employees.

Turnover Rates and Reasons for  
Attrition in State Procurement Offices

 The majority of the 
state procurement 
offices responding 
to the survey have 

turnover rates of 10 
percent or less.

As with many other state government and 
private organizations, state procurement offices 
are no strangers to separations/turnover. The 
majority of the states responding to the NASPO 
survey have experienced turnover rates of 10 

percent or less in the past 12 months, with four 
states having rates higher than 25 percent but 
less than 50 percent. See Figure 3 below for 
turnover rates in central procurement offices in 
the past 12 months.
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Additionally, respondents to the NASPO survey 
were asked to identify the major reasons 
for separation/turnover given by departing 
procurement staff in the exit interview or 
informally. The top reasons identified were 
retirement (22 respondents) and opportunities 

for career advancement (21 respondents), 
followed by the opportunity to transfer to 
another state government position, and better 
compensation/benefits. Figure 4 highlights the 
number of states facing the above mentioned 
causes for turnover as well as other factors.

As indicated in Figure 5, the generational 
make-up for employees leaving state 
procurement offices seems to be a mix of Gen 
X and Boomers. This correlates well with the 
reasons given by employees upon leaving state 
procurement; from the results of this research, 
employees tend to leave state procurement 
due to retirement or career advancement 
opportunities.

Statistically, Gen X employees are more likely 
to leave their jobs after a short tenure and 
seek career advancements than Boomers, who 
may retire from the same position they’ve 
held for much of their entire career. At the 
same time, career advancement, combined 
with the other two contributing factors to 
turnover mentioned above—transfer to another 
position and better compensation/benefits—
are not surprise findings, given the economic 
fallout from the recent recession. Many state 
governments have been faced with budget cuts 
leading to a hiring freeze or limitations, salary 
freezes, and furloughs.
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Addressing the Challenges:  
Available Strategies, Solutions 
 
 
The high cost of employee turnover for 
organizations is common knowledge. Replacing 
employees is costly, regardless of whether it 
is reflected in wages paid to the departing 
or incoming employee, training for new 
hires, or the lost or diminished productivity 
during the time the positions are vacant, 
due to remaining employees assuming the 
responsibilities of the vacated position and 
training the new hire until they get up to 
speed in their new job. Workplace policies that 
foster employee retention and promote better 
benefits and workplace flexibility may be 
critical strategies to reduce turnover.

A 2013 issue brief by the National Association 
of State Personnel Executives (NASPE) “Total 
Rewards — Preparing to Pay the Next Generation 
of State Government Workers”6 states that 
changes in the talent management strategies 
employed by state governments will have to be 
made in order to attract and retain the next 
generation workforce.

Many studies recommend organizations focus 
their efforts not only on retaining the existing 
staff, but also on enhancing recruitment 
practices. Strategies can include better reward 
systems, higher total compensation (salary and 
benefits), and policies that promote overall job 
satisfaction and engagement.

A 2013 BlessingWhite research report, 
“Employee Engagement,”7 cites various 
dynamics of a modern workplace and 
identifies lack of engagement as dangerous 
for an organization. The report describes 
disengagement as contagious and causing low 

morale and sub-par performance. The paper 
recommends “coaching up” as a solution 
to boost employee engagement, describing 
this method as “[Giving] the employee the 
opportunity to engage in a dialogue with the 
manager and address the root cause of their 
disengagement, seeking ways to contribute 
at a higher level — and in doing so get to 
higher levels of engagement.” Given the above 
finding, one would think that organizations 
that find ways to highly motivate and 
engage employees can successfully manage 
turnover. However, in spite of the perceived 
strong correlation between engagement and 
retention, the relationship is not always 
straightforward, as the BlessingWhite study 
found.

In fact, many other factors may influence 
intent to stay and turnover. To complicate 
things further, there are cases where engaged 
employees may still intend to leave the 
organization while disengaged ones may 
plan on staying. Other factors that may 
influence an employee’s decision to stay with 
an organization include age, role/level in 
the organization hierarchy and tenure. The 
BlessingWhite research found that, the closer 
one is to the top of the hierarchy, the higher 
the level of engagement. In the same way, 
engagement increases with the employee’s 
tenure and time spent performing their current 
role. Age has the same effect: the older the 
employee the higher the levels of reported 
engagement, the research found.



|  7Rising to the Challenge: Recruitment and Retention in State Procurement Offices

Recruitment and Retention Practices 
in State Central Procurement Offices 

 
More than half the states responding to 
the NASPO survey indicated their central 
procurement offices are currently staffed at a 
level that is sufficient to cover the anticipated 
workload. However, 40 percent of state central 
procurement offices described their offices 
as understaffed, as compared with growing 
workload expectations. This seems to be a 
trend noticed in recent years (confirmed by 
data from the 2011-2012 NASPO Survey of 
State Procurement Practices8) where increased 
procurement responsibilities in 67 percent of 
the states are matched by an increase in staff 
size in only eight states. This trend of adding 
responsibilities without adding staff could be 
categorized as doing more with less.

Just under one-third of the state procurement 
offices responding to the NASPO Staff 
Recruitment and Retention Survey indicated 
state procurement had undergone some 
type of organizational change in the 12 
months preceding the 2013 data collection. 
The states’ descriptions of organizational 
change included adding managerial positions, 
adding procurement staff, centralizing 
the procurement functions of other state 
agencies into the central procurement 
office, splitting the procurement functions 
between two directors, and splitting functions 
between a procurement services group and 
the policy group. Please refer to Appendix 
I for a description of the 
organizational structure in state 
central procurement offices.

According to NASPO survey 
respondents, state procurement 
recruitment attempts to 
attract candidates from state 
government, the private sector, 
or a combination of both when 
a mix of public and private 
experience is preferred; two-
thirds of states responding 
to the survey recruit from 
government agencies.

Typically, the recruitment and hiring process 
for procurement positions is structured and 
done through the state’s Human Resources 
Department, respondents indicated. When 
hiring for managerial positions, the preferred 
practice seems to be internal promotion, so 
lower-level employees can be provided with 
a clear career path to positions with higher 
compensation and more responsibilities. 
Some states advertise procurement manager 
positions internally first, opening recruitment 
to outside candidates only when a match is not 
found internally.

The most successful recruitment methods 
quoted by survey respondents were:

● Job postings on the organization’s web 
site

● Job postings on other web sites
● Employee referrals

A few respondents indicated other recruitment 
practices that have been successful in their 
states as follows:

● Job postings on the NASPO Network (a 
private, online collaboration tool) 

● Job postings on LinkedIn
● Internship programs
● Hiring people with limited procurement 

experience, but high potential and good 
academic records

● Listing vacancies with the state’s online 
job service portal

The results from the NASPO survey confirm that 
specific procurement knowledge is important 
to performing the procurement function. 

When hiring procurement 
positions, most states (72 
percent) use procurement-specific 
interviews evaluating candidates’ 
procurement knowledge in 
addition to their critical thinking 
skills and personality traits. Only 
nine states employ different 
practices with less focus on 
specific procurement knowledge 
and conduct general interviews 
to determine if candidates 
have specific skill sets, critical 
thinking, personality traits, etc.

8 2011-2012 Edition of the NASPO Survey of State Procurement Practices available at: 
https://www.naspo.org/store/

 Forty percent 
of state central 
procurement 

offices described 
their offices as 
understaffed.



|  8Rising to the Challenge: Recruitment and Retention in State Procurement Offices

Requirements for meeting minimum levels of education vary depending on the type of procurement 
positions, as shown in the table below:

Procurement Position Level of Education Required for
Procurement Positions

Total State Count

Entry-level 
procurement position

High School Degree/GED 17
Bachelor’s Degree 12
Associate’s Degree 2

Mid-level procurement 
position

Bachelor’s Degree 18
High School Degree/GED 11

Associate’s Degree 1
Senior-level 

procurement position
Bachelor’s Degree 23

High School Degree/GED 6
Associate’s Degree 1

Master’s Degree 1

Post-secondary education is a factor in 
achieving some levels of certification in 
the public procurement profession. In the 
2014 guidelines from the Universal Public 
Procurement Certification Council (UPPCC) for 
obtaining the Certified Public Procurement 
Officer (CPPO) designation, the minimum level 
of formal education required is a bachelor’s 
degree (in any area of study) combined with 
five years of public procurement experience, 
of which a minimum of three years must be in 
a management/supervisory position. Similarly, 
minimum requirements by UPPCC in terms of 
formal education and procurement experience 

for a Certified Professional Public Buyer (CPPB) 
certification are an associate’s degree (in 
any area of study) and three years of public 
procurement experience.

A large majority of the survey participants do 
not require any certification for procurement 
positions (see Figure 6). While qualifications 
such as UPPCC’s CPPO and CPPB designations 
are desired and recognized as the standard for 
professional recognition of public procurement 
professional, they are not required at entry.  
Only four respondents indicated they have such 
requirements.
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When asked about specific talent management 
strategies used by central procurement 
offices to acquire, deploy, develop, engage, 
and retain talent, most respondents quoted 
training, orientation and 
onboarding, knowledge 
transfer, and mentoring. 
Career development is used in 
half of the states responding, 
followed by performance 
management and succession 
planning strategies employed 
in 14 states.

Most participating states 
quoted training as the practiced 
incentive used to retain 
employees and increase the 
level of performance, commitment and loyalty 
to the organization. Other types of incentives 
included flexible working hours and retirement 
benefits. Promotion opportunities were used 
in more than half of the states responding to 

the survey. In a handful of states, the staffing 
structure in the central procurement office 
admittedly does not allow for advancement 
throughout an employee’s career and 19 states 

promote both internally and 
externally. Less than half of the 
states have a formal training 
program.

Ten states use seniority and/or 
length of service as a basis for 
salary increases in their central 
procurement offices and 13 use 
merit and work performance.

When asked what benefits they 
consider useful for retaining 
employees that are not currently 

included in the typical compensation/benefit 
package, bonuses based on performance and 
telework were the benefits quoted by most 
state procurement officials.

Some states require their own state-specific 
certification programs for procurement staff. 
For example, Georgia requires that the state’s 
Basic Certification be obtained within the first 
year of service, and the District of Columbia 
is required by law to establish a District 
Certification Program for its procurement 
professionals.

By contrast, previous procurement experience 
is deemed important in the hiring criteria for 
the public procurement function. As Figure 7 
shows, the number of states requiring some 
level of procurement experience is considerably 
higher than those requiring certification as part 
of their recruitment practices.

Talent management 
strategies used by 
central procurement 
offices: 
• Training
• Orientation and 

onboarding
• Knowledge transfer
• Mentoring
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Major challenges to hiring (see Figure 8) as identified by state procurement officials surveyed for this 
research are “limited pool of qualified candidates,” “non-competitive salaries,” and “budgets.”
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Conclusions  
 
 
This paper attempted to shed 
some light on the recruitment 
and retention challenges 
that exist today in state 
procurement offices across 
the country.

As confirmed by the literature 
review and findings of the 2013 
NASPO Staff Recruitment and 
Retention Survey, issues such 
as the aging of the workforce 
are not symptomatic of a 
problem pertaining only to 
state procurement offices, 
but rather a current trend present across the 
U.S. workforce. The so-called silver tsunami 
is a consequence of the aging of the general 
population and will likely continue to affect 
state government entities as well as private 
companies’ recruitment and retention efforts. 
However, due to the age distribution in most 
state central procurement offices, only a few 
of the states responding to the NASPO survey 
are likely going to feel the worst of the high 
retirement rates in the coming years.

While both public- and private-sector entities 
will likely face the retirement of a significant 
number of their employees, there are 
additional challenges on the horizon for state 
procurement recruitment. Due to budget 
constraints, government employees continue 
to be asked to do more with less. At the same 
time, lack of competitive salaries, a limited 
pool of qualified candidates, and lack of funds 
are admitted top hindrances to hiring in state 
central procurement offices.

Having the above in mind and the known high 
cost of replacing and hiring new staff to fill the 
gaps left by public employees retiring or seeking 

career advancements with other entities, we 
can emphasize how important it is for human 
resource managers and procurement officials to 

promote efficient recruitment and 
talent retention strategies. There 
are many perceived barriers to 
state governments’ ability to retain 
top employees, and creativity and 
resourcefulness may be required 
to overcome these perceived 
barriers. Retention strategies can 
include reward systems that focus 
on competitive compensation 
based on performance measures, 
incentives such as telework and 
workplace flexibility, as well 
as total investments made in 
employees and their overall job 

satisfaction and engagement.

We hope that this study will provide some 
insight and assist you as you plan your entity’s 
talent management strategies.

 Lack of competitive 
salaries, a limited 
pool of qualified 

candidates, and lack 
of funds are admitted 

top hindrances to 
hiring in state central 
procurement offices.
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 Source: 2013 NASPO Staff Recruitment and Retention Survey
State Description of State Central Procurement Offices’ Structure
Alabama Director, 10  Buyers, 10 Administrative Support Staff
Alaska Mostly de-centralized
Arkansas Broken into three buying teams, by commodity/service types. There are two 

project managers who work/handle special projects; particularly IT endeavors for 
our office.

California The Procurement Division is overseen by a Chief Procurement Officer/Deputy 
Director. The division is broken down into four branches as follows: Strategic 
Sourcing & Acquisitions, Certification & Outreach, Engineering and Policy Training 
& Customer Services Branches.
We have 180 procurement employees.

Connecticut Procurement Director (1)  Procurement Assistant Director (1)  Program Managers (4)  
Contract Team Leaders (4)  Contract Specialists (25)  Purchasing Assts. (3)  Other 
Procurement Program staff (we support 6 other programs):  20  Other Procurement 
Programs Outside of Contracting:   Supplier Diversity Program; Construction 
Contractor Prequalification Program; P-card Program; Federal Food Distribution 
Program; State and Federal Surplus Program; Core-CT ERP Support; Construction 
Contracting Admin Support Team

District of 
Columbia

Sixty-one procurement staff out of an organization of 105 FTEs. The structure, a 
Deputy Director with seven Senior Contracting Officers, who support an agency 
cluster and has one to two Supervisory Contracting Officers, with Contracting 
Specialist staff.

Delaware Director retains CPO role for State and hears any Protests, approves waiver of bond 
requirements and disqualification recommendation of non-responsive vendors. - 
Deputy Director is head of Division Operations and manages day to day activities 
inclusive of Procurement Unit. - State Contract Administrator is responsible for 
Central procurements and staff of 2 Contract Supervisors, 9 Contract Officers, 
One Admin Support  - MyMarketplace Administrator reviews/approves ALL state 
procurement solicitations and manages staff of 2 data analysts and 2 clerical entry 
staff  - Executive Director of Office of Supplier Diversity manages the OSD program 
and soon to be released Small Business Focus Program

Georgia Admin. = 2 FTEs  Strategic Sourcing = 26 FTEs  Audit/Training = 18 FTEs  Helpdesk = 
19 FTEs (funded by Procurement but managed by IT)  Card Program Director = 1 FTE

Hawaii Currently: Purchasing and Compliance Section
Idaho 1-State Purchasing Manager  4-Procurement Officers  4-Buyers  1-Buyer Trainee  

(one Procurement Officer is dedicated at 50% for training)
Kentucky 1 Executive Director, 1 Deputy Executive Director, 2 Divisions, headed by Division 

Directors. One division procures technology goods and services. One division 
procures all other goods and non-professional services.
12 full-time buyers

APPENDIX I
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State Description of State Central Procurement Offices’ Structure
Louisiana Louisiana has two central procurement/contracting offices. The Office of State 

Purchasing and Travel (OSPT) is statutorily responsible for the procurement of 
supplies, services or major repairs, as defined in the Louisiana Procurement Code. 
The Office of Contractual Review (OCR) decides all matters of policy and adopts 
rules and regulations for the procurement, management, control and disposition of 
all professional, personal, consulting, and social services. OCR performs a review 
and central database and reporting function for the state relative to these contract 
types. Additionally, by executive order of the governor, all cooperative endeavor 
agreements executed by state agencies where there is an expenditure of public 
funds are required to be reviewed and approved by OCR. OSPT is divided into teams 
by commodity types. Teams range in size from 3-10 professional and administrative 
staff and are supervised by a manager. The Managers report to Assistant Directors. 
OCR is one team of 6 with work assignments by agency. Agencies have varying 
amounts of delegated authority with the larger, more complex purchases and state-
wide and agency term contract development at the central office level.

Maine 1 Director, 1 Operations Director, 1 Strategic Sourcing Director, 1 P-Card Administrator, 
2 Buyer Managers, 5 Buyer II, 1 Management Analyst (RFP Sourcing)

Minnesota CPO/Director (civil service) under Administration Commissioner (appointed); 
4 managers report to CPO (Acquisitions, Professional/Technical Contracts, 
Operations and MMCAP).

Mississippi Decentralized Procurement Organization. We are charged with setting up contracts 
for the State of Mississippi.

Missouri Three section - Commodity, Professional Service, IT
Nebraska State Purchasing falls under the prevue of Administrative Services, Materiel 

Division. The Director of Administrative Services reports directly to the Governor. 
The Director of Administrative Services appoints the Administrator of Materiel 
Division. State Purchasing consists of the State Procurement Manager, two (2) State 
Procurement Supervisors (1 for commodities and 1 for goods). Each team consists 
of six buyers and two support staff.

Nevada We have an Administrator/Director a Deputy Administrator and three-(3) team-
leads (senior staff). Each of the team leads oversees a group of procurement/
buying staff. Each team is pretty identical in size and capabilities.

New Jersey Director, Deputy Director, Assistant Directors, Procurement Supervisor, Procurement 
Lead, Procurement Specialist

New York In the process of reorganization/transformation; basically staff establishing like 
contract areas are grouped together in team structure, with team leaders reporting 
up to managers.

North Carolina Functional areas (all under SPO):   Operations support & compliance, Training and 
communications, Sourcing, Contract management and legal

North Dakota Director of Central Services, 5 procurement officers, 4 admin (maintain PeopleSoft 
Purchasing Module and admin support). Adding one procurement officer in 2014.

Oklahoma Center led decentralized.
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State Description of State Central Procurement Offices’ Structure
Pennsylvania The organization is segmented into 3 divisions - procurement, Programs & Systems, 

Strategic Support (legal counsel is embedded in the organization as well). The 
procurement division has 5 Commodity Managers, 2 Associate Commodity Managers, 
4 Complex Procurement Consultants (these run our RFPs) and 25 Commodity 
Specialist positions. The Programs & Systems Division manages our cooperative 
program COSTARS and our IT systems. The Strategic Support Division handles our 
training, and quality assurance.

South Dakota Centralized procurement office which is responsible for the procurement of all 
supplies, materials and equipment required by state agencies and institutions, 
except when otherwise provided for in state law.

Texas Centralized procurement division encompassing purchasing, contract management, 
and strategic sourcing with the exception of certain statutorily delegated 
procurement authority to state agencies and higher education.

Vermont Director, two managers, four agents, one senior agent, two assistant agents.
Virginia Procurement and contracts (25)  e-procurement (39)  training and development (3)  

review and compliance (10)  Virginia distribution center (26)  business administration 
(8)

Washington The procurement organization is managed by the Chief Procurement Officer. There 
are three teams under the CPO that are managed by Procurement Unit Managers. 
Each team (approx. 10-13 members) includes a Contracts Assistant, a Contracts 
Consultant, and various Contract Specialists (levels 1-3).


