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EXECUTIVE SUMMARY

OVERVIEW

The Idaho Division of Human Resources (DHR) is required by Idaho code §67-5309C to conduct surveys
and provide workforce data and total compensation analysis to the governor and state legislature for their
The Change Report provides
recommendations regarding the statewide salary structures, specific occupational inequities, merit salary

consideration. in Employee Compensation and Benefits (CEC)

increases, and employee benefit packages.

The data included in this report provides a comprehensive analysis of state employee compensation
compared to the current labor market, ensuring competitiveness to recruit and retain State of Idaho
employees employed under the three branches of state government.

Legislative Executive Judicial
Lieutenant Secretary State State Attorney Superintendent
Governor of State Controller G6vertior Treasurer General of Public Inst.
N~ N N S ilj N N S N
Natural Economic Public Exec. Office of Health & Higher
Resources Development Safety the Governor Human Svcs. Education
N NS N NS N N

The State of Idaho employs more Idahoans than any other employer in Idaho, both public and private
sector. State of Idaho jobs range from public education provided by colleges and universities; law
enforcement and correctional officers; transportation services provided by snowplows and engineers;
social services provided by nurses and social workers; along with many professional positions, such as
legal counsel, finance, human resources,

information technology, and contract/procurement

management.

Over the last decade, our legislature has invested significantly in the State of Idaho workforce to ensure
we are able to hire and retain talented employees. The Legislature’s leadership in providing meaningful
pay has been critical in our ability to recruit and retain our talented workforce.
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PRIOR YEAR CHANGE IN EMPLOYEE COMPENSATION

During Fiscal Year 2024 (FY2024), the State implemented a target for our salary structures midpoints to
be at the 25 percentile of the market. The 25! percentile means that 75% of the market pays more than
the State and 25% pays less.

CURRENT | 1 |
STATE OF IDAHO | | I |

75% OF POLICY  MIDPOINT 150% OF POLICY
——
TARGET | I |
STATE OF IDAHO | e !
759 OF POLICY 150% OF POLICY
\ MIDPOINT
1 1
1 1
| 25%tile | 50%tile 75%tile

During FY2024, the Legislature awarded state employees’ a $1.20 merit increase per hour, shifted the
Primary Salary Structure upward on average by 8.5%, created a new salary structure for public safety and
increased pay grade minimums to 75% of policy.

As a result of the Legislature’s investment in employee compensation, the State made significant progress
in meeting our compensation goal of the 25™ percentile. As illustrated in the table below, the total
compensation at the State is, on average, 2.2% below the 25 percentile of the public sector market and
3.7% above the 25™ percentile of the private sector market.

ldaho Employees w/Total Compensation on Avg Pay Market Total Compensation

: Idaho Tc;tal ldaho Tc;tal

' Ci C

Cument Total EeirtlzlrEleH PUIEILC{ gggu .Jcil‘rrzlﬁfn J?Qrgfn

P25 =77 | P25 Private | P25 Public

Sector Sector

T 5164507 360 434 5224941 | 5251392 | 5258147 -10.5% -12.9%
R 3142 620 356,385 5199015 | 5205,705 | 5214741 -3.3% -1.3%
Q 3127236 352,810 $180.046 | $162.209 | 5192567 -1.2% 55%
P $106.962 548,006 $154.968 | 5160691 | $164,087 -3.6% 56%
o 594,950 §45 102 5140052 | 5143869 | 5147958 -2.7% -5.3%
N 583,658 342,304 5125962 | 5129922 | $134,522 -3.0% -5.4%
M 574,761 540,099 5114 860 | $118.832 | $123,800 -3.3% -7 2%
L 565,644 537,839 5103 484 | 5103933 | $110,109 -0.4% -5.0%
K 358,108 335972 594,081 591,352 $96 496 3.0% -25%
J 352, 068 334 475 586,543 580,904 585,306 7.0% 14%
I 346,539 332 857 578,397 571,958 577 859 8.9% 0.7%
H 341,476 $31.850 573,326 564,591 570498 135% 4.0%
G $39.103 $31.262 570,365 558,903 564,883 195% 8.5%
F 533,716 529,928 $63.643 554,935 360,633 15 9% 50%
E 532,445 529613 562,057 552,156 557,879 19.0% 2%
0] 537,024 530,747 67,771 352,401 558,520 293% 15.8%
Overall 3.7% 2.2%
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Overall, the total compensation at the State is only 0.6% above the 25% percentile of the combined market.
The addition of competitive benefits values to Idaho’s average base salary improves the overall position
for total compensation against the market, falling at the desired 25™ percentile position in both markets.

Last year’s CEC recommendation included a two-year strategy to meet our goal. For this reason, this year’s
recommendation will also target the 25™ percentile of the market.

Looking forward, the State is eager to move our target to the 50™ percentile of the overall market.
Therefore, the data in this report will focus on the 50t percentile of the public and private sector markets
to demonstrate where the State of Idaho falls in relation to these markets.

FISCAL YEAR 2025 SUMMARY AND MARKET INCREASE PROJECTION

For the Fiscal Year 2025 (FY2025) salary study, DHR contracted with Korn Ferry and Milliman to study our
total compensation in relation to the market median. The table below summarizes the findings of the Korn

Ferry analysis and Milliman salary survey.

VARIANCE AVERAGE VARIANCE
BETWEEN VARIANCE BETWEEN COMPARED TO THE
50™ %TILE OF 50™ %TILE OF 50™ %TILE OF THE
COMPONENT PUBLIC SECTOR PRIVATE SECTOR COMBINED MARKET
Average Total Compensation
-18.3% -14.6% -16.5%
Average Base Salary -22.7% -27% -24.9%
Primary Salary Structure -19.2% -23.8% -21.6%
Public Safety Salary Structure
-1.0% n/a n/a
IT/Engineering Salary
Structure (FY25 -18.4% -22.9% -20.7%
recommendation)
Nursing/Healthcare (FY25
recommendation) -1.0% -9.6% -5.3%
Healthcare Benefits -4.0% +22% n/a
Retirement Benefits -2.0% +161% n/a

For calendar year 2024, national salary surveys project salary budgets will increase between 3.90-4.10%.
Information on actual budgeted salary increases nationwide for calendar year 2024 will be available spring
of 2025.
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FISCAL YEAR 2025 CEC RECOMMENDATION AND COST PROJECTION

Pursuant to Idaho Code 67-5309C, DHR must include recommendations on the following components:

Salary structure adjustment, specific occupational inequities (payline exceptions), merit pay increase, and
employee benefit package.

For Fiscal Year 2025, the DHR recommendation for Change in Employee Compensation is as follows:

1) Fund a 4.5% merit-based increase for all permanent employees to recognize and reward state
employee performance.

2) Increase the Primary Salary Structure midpoints upward on average of 3.7% and the Public Safety
Structure midpoints upward on average 5.8%. Implement two (2) new salary structures for
Information Technology (IT)/Engineering and Nursing/Healthcare.

3) Fund an additional 5.5% market-based increase for positions assigned to the IT/Engineering and
Nursing/Healthcare salary structures (Appendix D).

4) Maintain the State’s existing benefits and retirement package.

5) Continue with the job classifications that are currently on payline exception to address specific
recruitment and retention issues.

The estimated cost for these recommendations is as follows:

1) Merit Increase. The approximate cost of a 4.5% increase is $41.3 million in General Funds and
$37.5 million in spending authority for Other funds (Dedicated/Federal), for a total of $78.9 million.
Estimated costs include variable benefits.

2) Salary Structures. The approximate cost of increasing the midpoints for the Primary and Public
Safety structure and implementing the two new salary structures is $648 thousand in General
Funds and $675 thousand in Other funds (Dedicated/Federal), for a total of $1.3 million (this cost
is to bring employees up to the minimum of their new pay grades after the 4.5% merit increase
and 5.5% market-based increase, as applicable).

3) Market-based Increases. The approximate cost of a 5.5% increase for IT/Engineering and
Nursing/Healthcare positions is $2.7 million in General Funds and $5.3 in spending authority Other
funds (Dedicated/Federal), for a total of $8.1 million. Estimated costs include variable benefits.

4) Maintenance of the State’s existing benefits and retirement package. All costs related to the
maintenance of the State's existing benefits and retirement package are already covered in agency
budgets and no additional funds or spending authority is necessary.

5) Payline Exceptions. All costs related to the maintenance of the State's existing payline exceptions
are already covered in agency budgets and no additional funds or spending authority is necessary.
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METHODOLOGY &
DATA SOURCES

SURVEYS AND BENCHMARKS

For the FY2025 Change in Employee Compensation and Benefits (CEC) Report, DHR contracted with Korn

Ferry to analyze total compensation and perform an overall analysis of the State’s market position, and
with Milliman to deploy a State of Idaho Custom Compensation Survey.

These salary surveys provide the opportunity to compare the State’s salary structures and actual salaries
with comparator markets to assess the State’s competitive position within the relevant labor market?. Job
classifications are reviewed and compared to benchmark jobs to determine how similar jobs are
represented through comparative analyses. Survey data is shared among participants to better ensure
objectivity and consistency. The goal is for surveys to be administered by objective and experienced third
parties to normalize questions regarding their conclusiveness.

DHR’s annual survey process also requires defining relevant labor markets, comparing overall pay and
benefits data, defining market trends, and budget forecasting information. The State’s primary labor
market includes both public and private sector employers and jobs within Idaho that the State competes
with for the recruitment and retention of employees. In addition, the State also competes with employers
outside of Idaho in situations where the supply and demand for positions imposes cross-border recruiting
and retention evaluation.

KORN FERRY COMPENSATION MARKET ANALYSIS REPORT

During the calendar year 2023 review, Korn Ferry examined the administration of pay within the Primary
Salary Structure and the additional Public Safety Structure implemented in Fiscal Year 2024. Korn Ferry
also compared current pay practices and policies to the external market to determine the need for any
future enhancements.

The below maps identify the states from which data was gathered and analyzed. Korn Ferry utilizes both
a regional private sector and regional public sector market.

For more detailed information, the full report is available in Appendix A.

1The “market” is defined as the 50t percentile of our local labor market, including both private and public sector. Also referred to as P50.
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Regional Private Sector Market Regional Public Sector Market?

MILLIMAN STATE OF IDAHO CUSTOM COMPENSATION SURVEY

The Milliman survey identifies a core group of jobs within the State’s system to be used as benchmarks
for conducting salary data comparisons with other employers in the market. Benchmark jobs are State
jobs that serve as the market anchor points because they are comparable to jobs readily identifiable and
commonly found in the marketplace. The survey included 663 benchmark jobs representing approximately
3,500 employees, covering job titles, incumbents, base pay, salary ranges, cash compensation, and
bonuses.

TOTAL NUMBER OF CUSTOM PUBLIC SECTOR PUBLIC SECTOR

SURVEY PARTICIPANTS PARTICIPANTS PARTICIPANTS

39 13 26

The Milliman custom survey validated the market data provided by Korn Ferry showing the State close to
the 25™ percentile of the market for public sector entities. The market data per pay grade aligns in both
surveys.

For more detailed information, the full report is available in Appendix B.

2 Korn Ferry surveys expands their survey region to obtain more public sector market data.

3 Page 2 of Milliman 2023 State of Idaho Custom Compensation Survey, Appendix B.
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-16.5% AVERAGE

COMPARED TO

THE MARKET TOTAL COMPENSATION

FINDINGS & ANALYSIS

FINDINGS

The total compensation® at the State is on average 18.3% below the 50t percentile of the public sector
market, and 14.6% below the 50" percentile of the private sector market. Overall, the total compensation
at the State is 16.5% below the 50t percentile of the combined market?®.

The below table describes in detail the relation of each pay grade in the State’s Primary Salary Structure
to the 50t percentile of both the private and public sector markets. As noted in the table, the State is
more competitive in the market in lower pay grade positions (Pay Grades D-H) than in higher pay grade
positions (Pay Grades | and above).

4 Total compensation encompasses the base salary the employee receives plus any benefits, such as paid time off, health insurance and
retirement.

5 The “market” is defined as the 50t percentile of our local labor market, including both private and public sector. Also referred to as P50.
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ANALYSIS

In addition to the compensation analysis focused on base salaries, Korn Ferry conducted a competitive
analysis of benefits. This analysis of benefits is a key piece of information in assessing the level of
competitiveness desired for base salaries considering the strong benefits package offered to state
employees. Since the benefit costs are based on the annual salary of an employee, the variable costs (all
benefits excluding health insurance) will increase as the employee’s salary increases. On average, the state
contributes more than 40% of an employee’s annual salary toward benefit plans. Given the average salary
for a state employee at $27.85 per hour, total compensation wage calculates at $39.97 per hour.

The following charts show the total compensation components that comprise the overall compensation
package for the State and the market®. The market is comprised of both public and private sector entities
(combined market), and the target goal for Idaho is P50, or the 50t percentile of the market.

TOTAL COMPENSATION MARKET COMPETITIVENESS

The first chart illustrates the State of Idaho’s market position in the 25 percentile of the market for pay
grade |I. Common jobs that fall in pay grade | include Administrative Assistant 2; Financial Technician,
Senior; Human Resource Associate; Mechanic; and Taxpayer Services Representative. In this example,
total compensation in the 25" percentile in Idaho is above market by 8.9% in the private sector and about
equal to the public sector (+0.7% variance). ldaho is typically competitive in lower-level jobs and pay
grades.

6 The “market” is defined as the 50t percentile of our local labor market, including both private and public sector. Also referred to as P50.
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To further expand, the chart below illustrates the State of Idaho’s market position in the 50t percentile
of the market for pay grade I. In this example, total compensation in the 50t percentile in Idaho lags the
market. Idaho is 9.2% behind the private market and 15% behind the public market.
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This chart illustrates the State of Idaho’s market position in the 50t percentile of the market for pay grade
L. Journey-level and entry to mid-level management jobs fall in pay grade L. These include Child Welfare
Social Worker 2, Clinician, Engineer, Associate, ISP Trooper, IT Information Security Engineer |, and
Training Specialist. In this example, total compensation in the 50" percentile in Idaho is 16.6% behind the
private market and 20.6% behind the public market.
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The chart below illustrates the State of Idaho’s market position in the 50t percentile of the market for pay
grade O. High-level management and executive positions fall in pay grade O. These include Epidemiologist,
State, Project Manager 2, Statewide Risk Manager, and Tax Manager. In this example, total compensation
in the 50" percentile in Idaho is 18.9% behind the private market and 20.7% behind the public market.
Idaho continually lags the market in higher-level management and executive jobs and pay grades.
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-24.9%

COMPARED TO
THE MARKET

AVERAGE
BASE SALARY

FINDINGS & ANALYSIS

FINDINGS - OVERALL AVERAGE SALARIES

Average base salaries’ at the State fall 27% behind the private sector and 22.7% behind the public sector
market. On average, base salaries at the state are 24.9% behind the combined market?2.

Idaho is trailing the market in nearly all the pay grades, however, lower pay grades are closer aligned (=12-
28% behind), where higher pay grades are behind by an average of 30%.

X . Average of the 2
Idaho Employees Private Sector Market | Public Sector Market
Idaho markets
Average Market LELL A Market ILEL A Market I<'13ho %
# of EEs | % of EEs Pay k i Differenc
Difference Difference
Y0) P50 Y0) e

T 1 0.0%| $164,507| $268,190 -38.7%| $234,695 -29.9%| $251,443| -34.6%
R 4 0.1% $142,620| $206,807 -31.0%| $195,394 -27.0%] $201,101 -29.1%
Q 16 0.2% $127,236| $180,011 -29.3%| $176,148 -27.8%| $178,080 -28.6%
P 187 2.3% $106,962| $156,531 -31.7%| $146,553 -27.0%| $151,542 -29.4%
0 195 2.4% $94,950| $137,608 -31.0%| $129,342 -26.6%| $133,475] -28.9%
N 580 7.3% $83,658| $122,276 -31.6%| $115,398 -27.5%| $118,837| -29.6%
M 1194 15.0% $74,761] $109,966 -32.0%| $104,175 -28.2%| $107,071 -30.2%
L 1503 18.8% $65,644| $93,970 -30.1%| $90,034 -27.1%| $92,002| -28.6%
K 1012 12.7% $58,108] $80,435 -27.8%| $75,609 -23.1%| $78,022 -25.5%
J 1352 16.9% $52,068] $69,156 -24.7%| $63,794 -18.4%| $66,475 -21.7%
[ 736 9.2% $45,539| $59,723 -23.7%| $56,737 -19.7%| $58,230] -21.8%
H 875 11.0% $41,476] $51,725 -19.8%| $49,139 -15.6%| $50,432 -17.8%
G 203 2.5% $39,103| $45,314 -13.7%| $43,048 -9.2%| $44,181 -11.5%
F 120 1.5% $33,716| $41,151 -18.1%| $39,093 -13.8%| $40,122| -16.0%
E 6 0.1% $32,445] $37,759 -14.1%| $35,871 -9.6%| $36,815 -11.9%
D 2 0.0% $37,024| $36,070 2.6%| $34,266 8.0%| 535,168 5.3%
Overall 7986| 100.0% $61,232| $85,410 -27.0% -22.7% -24.9%

and benefit premiums.
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FINDINGS - TARGETED SALARIES

Compared to the 50t percentile of the regional market® average, Idaho’s Public Safety salaries fall 11%
behind.

Current Average Pay Actual Pay % Midpoint %
from Market Avg from Market Avg
Q $139,207 No match No match
Captain P $121,428 -9% -16%
Lieutenant (0] $112,565 -3% -15%
Sergeant N $97,204 -6% -14%
Correctional Manager 2 N $85,093 -7% -4%
Trooper L $67,732 -20% -16%
Trooper market data
echRNA state ) -16% -12%
gon_servatlon Officer L $71,447 3% 3%
enior

Correctional Sergeant L $65,159 -8% 1%
Probation & Parole
Officer Senior K $58,406 ~14% -5%
Correctional Officer J $51,794 -10% 3%
Rehabilitation Technician | $47,244 -12% 3%
.?.g;:gg'tat'on Tech H $39,770 No match No match
Total -11.0% -1.0%

For IT/Engineering salaries, due to the premium in the market for these jobs, Idaho salaries in the 50t
percentile fall 33.5% behind the private sector market and 29.6% behind the public sector market.

For Nursing/Healthcare salaries, due to the premium in the market, Idaho salaries in the 50" percentile
fall 13.9% behind the private sector market and 0.6% behind the public sector market.

ANALYSIS

DHR utilizes both the Korn Ferry and Milliman Custom Survey for information on the state’s base salary
value compared to the relevant labor market?©.

This chart illustrates the State’s competitive position compared to market percentiles. The chart shows
that the State’s pay (shown as the dotted black line), on average, is in line with the 25™ percentile (with
some variation). When looking at the 50" percentile of the market, almost all State jobs reviewed fall
below this market position.

9 Regional market includes Washington, Oregon, Idaho, Montana, Wyoming, Nevada, Utah, Colorado, Arizona, and New Mexico.

10 The “market” is defined as the 50" percentile of our local labor market, including both private and public sector. Also referred to as P50.
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EFFECT OF PAY COMPRESSION

To assess the effectiveness of the State in administering pay within its salary ranges, Korn Ferry conducted
an analysis of internal pay equity. This analysis assessed the relationship of base salary to the pay grade
in which each employee resides. The results indicated average pay in entry-level pay grades D through H
is at or above the midpoints, as minimum wage pressure has driven pay for these jobs higher in recent
years. Conversely, compa-ratios!! for pay grades | through M are lower, likely due to more turnover and

less tenure in those roles as employees are often promoted quickly.
Grade Average _7_5% C_urrept 15_0% Average _
Pay Minimum Midpoint Maximum |Compa-Ratio

T $164,507 | $131,250 $175,000 $262,500 94.0% Avg
R $142,620 | $112,500 $150,000 $225,000 95.1% Grade Te\'lt':y
Q $118370 | $97,500 $130,000 | $195,000 91.1% T 206
P $105990 | $84,750 $113000 | $169,500 93.8% g :gg
o) $92,780 $74,550 $99,400 $149,100 93.3% p 13.2
N $83,020 - $66,225 $88,300 - $132,450 94.0% 0 12.4
M $73,050 $59,250 $79,000 $118,500 92.5% :: 191 32

L $64,620 $52,050 $69,400 $104,100 93.1% L 87

K $57,950 | $46,050 $61,400 | $92,100 94.4% K 6.5

J $51,760 | $40,950 $54,600 | $81,900 94.8% f ;2

[ $45,520 $36,750 $49,000 $73,500 92.9% H 53

H $41,360 | $31,125 $41,500 | $62,250 99.7% = i
e} $39,100 $27,375 $36,500 $54,750 107.1% E j:?

F $33720 | $24,300 $32,400 | $48,600 104.1% D 0.9

E $32,440 $21,750 $29,000 $43,500 111.9% (ir;;g? 78

D $37,020 $19,500 $26,000 $39,000 142.4%

11 The compa-ratio is the relationship between salary and the midpoint of a job.
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This graph illustrates employees in the Primary Salary Structure plotted in relation to the current salary
ranges. Pay is compressed? between pay grades D and K, where pay grades L and above are utilizing more
of the pay range.

An advantage to having pay structures with similar type jobs is that pay compression will be easier to
detect. Creating new structures with only IT/Engineering jobs and Nursing/Healthcare jobs not only aligns
them better for market positioning, but also isolates similar jobs, bringing into focus base pay and years
of experience.

12 pay compression occurs when the pay of one or more employees is very close to the pay of more experienced employees in the same
job. Often, this is the result of a hiring market rate surpassing increases historically awarded to long-term employees.
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STATE OF IDAHO
SALARY STRUCTURES

BACKGROUND

A salary structure is a compensation framework that organizes positions into a series of tiered pay grades
or salary ranges. Salary structures evolve with time. This means organizations must review their salary
ranges regularly to ensure they still align with the market to remain competitive while maintaining
personnel expenditures within budget.

The State of Idaho’s compensation structure establishes salary ranges for all job classifications comparable
to public and private employers.

For each salary structure, the “midpoint” is Idaho’s target market position, also known as policy. The
midpoint is where the State as an employer needs to pay to be competitive in the market*3,

Each salary structure utilizes the midpoint to determine the average compa-ratio. The compa-ratio is the
relationship between salary and the midpoint of a job. Compa-ratios reflect the base salaries divided by
midpoint to show how close actual pay is to the market median. For example, a compa-ratio of 100%
means an employee is paid at the market median.

Historically, the State of Idaho has only had one salary structure for its approximate 900 job classifications.
As a result, there are 28 job classifications on a payline exception — meaning, there are jobs that require a
pay premium beyond the salary range for the position within the Primary Salary Structure.

In Fiscal Year 2024, the legislature approved the implementation of a new salary structure for Public Safety
positions.

As a result, a Primary (“Core”) salary structure was developed to accommodate the majority of classified
jobs in the current pay grades and an additional Public Safety Salary Structure was created, designed to
improve the competitive position for critical police and correctional positions. As a result of this change,
the State was able to remove 18 job classifications from a payline exception.

As part of DHR’s Fiscal Year 2024 CEC recommendation, we recommended the implementation of an
additional two salary structures during Fiscal Year 2025 to accommodate market premiums for certain
positions with Information Technology/Engineering and Nursing/Healthcare.

13 The “market” is defined as the 50t percentile of our local labor market, including both private and public sector. Also referred to as P50.
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FINDINGS & ANALYSIS

FINDINGS - PRIMARY PAY STRUCTURE

Compared to the public sector market, Idaho’s Primary Salary Structure midpoints are 14.7% below in
entry-level pay grades, and 22.4% below in mid- to high-level pay grades K through T

Compared to the private sector market, Idaho’s Primary Salary Structure midpoints are 19.9% below in
entry-level pay grades, and further away at 26.5% below in mid- to high-level pay grades K through T.

Overall, Idaho’s Primary Salary Structure midpoints are 23.8% below the private sector market and 19.2%
below the public sector market for an average of 21.6% below the combined market.

Average of the 2

Private Sector Market | Public Sector Market

Idaho Employees

markets
Market Idaho % Market Idaho % Market Ic.:laho %
# of EEs | % of EEs Difference Difference Differenc
P50 P50 P50 e

T 1 0.0%| $175,000] $268,190 -35%| $234,695 -25%| $251,443 -30%
R 4 0.1%| $150,000| $206,807 -27%| $195,394 -23%| $201,101 -25%
Q 16 0.2%| $130,000] $180,011 -28%| $176,148 -26%| $178,080 -27%
P 187 2.3%| $113,000] $156,531 -28%| $146,553 -23%| $151,542 -25%
0 195 2.4%| $99,400] $137,608 -28%| $129,342 -23%| $133,475 -26%
N 580 7.3%| $88,300| $122,276 -28%| $115,398 -23%]| $118,837 -26%
M 1194 15.0%| $79,000] $109,966 -28%| $104,175 -24%| $107,071 -26%
L 1503 18.8%| $69,400| $93,970 -26%| $90,034 -23%| $92,002 -25%
K 1012 12.7%| $61,400| $80,435 -24%| $75,609 -19%| $78,022 -21%
J 1352 16.9%| $54,600] $69,156 -21%| $63,794 -14%| $66,475 -18%
| 736 9.2%| $49,000f $59,723 -18%| $56,737 -14%| $58,230 -16%
H 875 11.0%| $41,500| $51,725 -20%| $49,139 -16%| $50,432 -18%
G 203 2.5%| $36,500] $45,314 -19%| $43,048 -15%| $44,181 -17%
F 120 1.5%| $32,400 $41,151 -21%| $39,093 -17%| $40,122 -19%
E 6 0.1%| $29,000] $37,759 -23%| $35,871 -19%| $36,815 -21%
D 2 0.0%| $26,000] $36,070 -28%| $34,266 -24%| $35,168 -26%
Overall 7986| 100.0% -23.8% -19.2% -21.6%
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The table below illustrates the average salary by pay grade in relation to the current structure for all jobs
excluding the selected IT/Engineering and Nursing/Healthcare jobs. Overall, the State has made good
progress towards moving individual salaries toward the middle of the range, resulting in an overall compa-
ratio of 95%, especially in lower pay grade positions. While the State has made good progress moving
individual salaries toward the middle of the range, the State’s midpoints lag the market on average of
21.6% below.

Average | 75% Current 150% Average
Pay Minimum Midpoint Maximum | Compa-Ratio

T $164,507 $131,250 175,000 5262500 94.0%
R 142,620 112,500 $150,000 $225,000 95.1%
Q 118,370 $97.500 $130,000 $195,000 91.1%
P $105,990 84,750 $113.000 $169,500 93.8%
o 92,780 374,550 $99,400 5149100 93.3%
N 563,020 366,225 $88,300 $132.450 94.0%
M $73.050 $59.250 F79.000 $118,500 92.5%
L 564,620 352,050 $69,400 $104,100 93.1%
K $67.950 346,050 61,400 592100 94 4%
J $51.780 540,950 $54,600 $61,900 94.8%
I $45,520 $36,750 49,000 573,500 92.9%
H 541,360 $31,125 41,500 $62,250 99.7%
G $39.100 527,375 $36,500 554,750 107.1%
F $33.720 524,300 $32,400 548,600 104.1%
E $32.440 $21,750 F29.000 543,500 111.9%
D $37.020 $19,500 526,000 539,000 142.4%

FINDINGS - PUBLIC SAFETY STRUCTURE

The State implemented an updated salary structure for jobs in Public Safety in 2023 (FY2024), targeting
the public sector market average for peer states!®. The intent of the premium-priced structure was to
ensure competitiveness and move salaries closer to the average for similar jobs while also utilizing the
internal grade hierarchy to recognize career progressions.

Average compa-ratio for the employees in this salary structure is at 93%, which reflects notable salary
increase movements from the initial 86% when implemented.

Midpoints for entry level jobs in this structure, grades H through K*°, are aligned with peer states but pay
grades L and above require more attention. Trooper average pay is 20% behind the public sector market
average, with the midpoint falling 16% behind the public sector market. Although ISP Sergeant and

14 Regional market included Washington, Oregon, Idaho, Montana, Wyoming, Nevada, Utah, Colorado, Arizona, and New Mexico.

15 Jobs include Rehabilitation Tech Trainee, Rehabilitation Technician, Correctional Officer, and Probation & Parole Officer Senior.
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Lieutenant are paid close to the public sector market average (-6.0% and -3.0%, respectively), the
midpoints fall 14-15% below the public sector market average.

. . Actual Pay % Midpoint %
S e pei from Markei/Avg from Mparket Avg
Major Q $130,000
Captain P $113,000 -9% -16%
Lieutenant (0] $99,400 -3% -15%
Sergeant N $88,300 -6% -14%
Correctional Manager 2 N $88,300 -7% -4%
Trooper L $71,400 -20% -16%
Trooper market data excl.
WA Sf)tate - -16% -12%
Conservation Officer Senior L $71,400 3% 3%
Correctional Sergeant L $71,400 -8% 1%
grot_)ation & Parole Officer K $65,000 14% 5%
enior

Correctional Officer J $59,700 -10% 3%
Rehabilitation Technician | $55,200 -12% 3%
Rehabilitation Tech Trainee H $45,700

-11.0% -1.0%

FINDINGS - PROPOSED IT/ENGINEERING STRUCTURE

Currently, the State’s IT and Engineering jobs fall within the Primary Salary Structure, resulting in a less
competitive position for the State when hiring for and retaining these professionals against the combined
market?® for similar jobs. When comparing technical jobs in the market, the State’s midpoints are well
below the 50%" percentile, at 32.7% below the private sector market and 28.7% below the public sector
market, indicating the need for a more competitive structure for these jobs.

FINDINGS - PROPOSED NURSING/HEALTHCARE STRUCTURE

Currently, the State’s Nursing and Healthcare jobs fall within the Primary Salary Structure, resulting in a
less competitive position for the State when hiring for and retaining these professionals against the
combined market for similar jobs. The majority of the nursing salaries are paid below the 50%" percentile
of the combined market based on job title comparisons. When comparing healthcare jobs in the market,
the State’s midpoints are well below the 50t percentile, at 14.2% below the private sector market and
0.5% below the public sector market, indicating the need for a more competitive structure for these jobs.

16 The “market” is defined as the 50" percentile of our local labor market, including both private and public sector. Also referred to as P50.

22|Page




-6.3%
COMPARED TO HEALTH CARE

THE MARKET BENEFITS

MEDICAL PLAN OVERVIEW

State of Idaho employees have three medical plan options: Blue Cross of Idaho Preferred Provider

Organization (PPO), Traditional, or High-Deductible plans. Each medical plan provides the same coverage
and vision benefit with differing levels of out-of-pocket expenses and premium contribution rates. Most
employees opt for the PPO plan, where employee premium contributions are 6% for single coverage and
29% for family coverage. The State’s PPO plan median value is $21,573, with the private sector market
being at $17,650 and the public sector at $22,571.

The State’s PPO is more competitive when compared to the private sector due to lower plan design cost
sharing (deductibles and coinsurance). This plan, when compared to the private sector, is 11% above the
private sector market but falls 22% below the public sector market. Overall, the State’s PPO healthcare
plan is 6.3% below the combined market?’.

17 The “market” is defined as the 50t percentile of our local labor market, including both private and public sector. Also referred to as P50.
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In addition to the above medical plans, a funded Health Savings Account (HSA) and a Limited Purpose
Flexible Spending Account to accompany the HSA was implemented so those employees in the HSA can
still have access to tax advantaged dollars for other health expenses. An HSA is a pre-taxed program
created for the benefit of an individual covered under a high-deductible health plan. Contributions can be
made by the employer or the employee. Similar to an Individual Retirement Account (IRA), the
contributions to the HSA are owned by the employee.

The State also provides dental coverage with premiums and plan provisions that are in line with the market

median.

ALL STATE MEDICAL PLANS INCLUDE

100% P E ©

coverage for ' disease management mail-order nicotine/tobacco
preventative services programs pharmacy cessation program
[ 4
2 8 Q
dh
prenatal programs telehealth 24/7 nurse advice line cost transparency tools
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0% PUBLIC EMPLOYEE RETIREMENT
DEVIATION FROM SYSTEM OF IDAHO (PERSI)

THE MARKET MEDIAN

RETIREMENT OVERVIEW

The State continues to provide employees with a defined benefit (DB), retirement program through the
Public Employment Retirement System of Idaho (PERSI). Most employees are fully vested after five (5)
years of service with their public employer.

A Defined Benefit program is any retirement plan that provides for future income and is not an individual
account plan. It is also known as a pension plan. Contributions are determined actuarially on the basis of
the benefits expected to become payable.

Defined Benefit (DB) plans are not common in the private sector (only 9%), however, they remain very
prevalent in the public sector (80%).

The State’s DB plan continues to be competitive when compared to the private sector at an impressive
161% above the 50t percentile of the private sector market. This is illustrated in the graphic below with
Idaho greatly leading the private market.

Idaho vs. Private Sector - Retirement

45,000 | —P75 m— P50 |
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15,000
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$75  $100 $125 $150 $175 $200 $225  $250
SALARY LEVELS (000S)
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The State’s DB plan however is at market median when compared to other public sector organizations
and deviates only slightly to 4.0% below the 50 percentile of the public sector market. This is illustrated
in the graphic below with Idaho nearly on trend with P50.

Idaho vs. Public Sector - Retirement
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Defined Contribution (DC) retirement programs are more prevalent in the private sector. A Defined
Contribution program is any plan that provides for future income from an individual account for each
participant with benefits based solely on 1) the amount contributed to the participant's account plus 2)
any income, expenses, gains and losses, and forfeitures of accounts of other participants that may be
allocated to the participant's account. The benefit amount to be received by the participant at retirement
is unknown until retirement.

The State’s retirement, healthcare, and disability programs are above private sector market median (P50).
However, the State is less aggressive than the regional public sector market, which drives the overall
market position slightly below the market median (P50).

Benefits, along with pay and retirement, are important components of employee total compensation. The
State of Idaho offers a competitive benefits package for employees of state agencies, political subdivisions,
school districts, universities, and colleges including medical and dental insurance with the ability to have
premiums deducted on a pre-tax basis, vision benefit, Employee Assistance Program (EAP), life and
disability coverage, and Flexible Spending Accounts (FSA).

26| Page




RETIREMENT PROJECTIONS

10-19 Years
[24.8%]
<5 Years
[52.8%]
5-9 Years
[14.6%]

According to the July 1, 2023, valuation data, 10,180 State employees have at least five years of service
with a PERSI employer, which is the minimum number of years required to become vested in PERSI for
most employees. Of those 10,180 employees'8, 5,377 are eligible to retire in 0-4 years; 1,490 are eligible
to retire in 5-9 years; 2,520 are eligible to retire in 10-19 years; 789 are eligible to retire in 20-29 years;
and 4 are eligible to retire in 30 or more years.

The State’s lucrative pension plan is intended to be a significant recruiting and retaining tool for employers
and an important component of public employees’ total compensation. Unfortunately, the value PERSI
provides is only effective if employees stay long enough to reap the benefits. More than half of State
employees are not yet vested. This is likely caused by employees leaving the State prior to becoming fully
vested after five years of service. A strong retirement benefit is just one component of a competitive
compensation structure, and the State cannot rely on it alone to attract and retain employees.

18 State employees within X years of early retirement age (age 55 for General Employees and Teachers, and age 50 for Fire and Police.)
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SICK LEAVE, VACATION LEAVE,
& OTHER LEAVE BENEFITS

LEAVE BENEFITS OVERVIEW

The State of Idaho currently offers benefit-eligible employees paid leave programs that include, but are

not limited to, vacation, sick, holiday, paid parental, organ and bone marrow donation, court and jury
service, and Red Cross disaster leave.

VACATION

Employees earn vacation leave at varying accrual rates, based on years of service. Full-time employees
begin earning vacation leave at an accrual rate of 96 hours (12 days per year) and can earn up to 200 hours
(25 days per year) depending on employee designation and hours of service.

VACATION ACCRUAL RATES AND LIMITS

EMPLOYEE DESIGNATION ‘ HOURS OF SERVICE ’ ACCRUAL RATE PER HOUR* ’ ACCRUAL LIMIT
Covered (Non-Exempt) 0-10,400 ~3.7 hrs/pay period 192 hours
Covered (Non-Exempt) 10,401 - 20,800 ~4.6 hrs /pay period 240 hours
Covered (Non-Exempt) 20,801 — 31,200 ~5.5 hrs /pay period 288 hours
Covered (Non-Exempt) 31,201+ ~6.4 hrs /pay period 336 hours
Administrative/Professional 0-10,400 ~4.6 hrs /pay period 192 hours
Administrative/Professional 10,401 - 20,800 ~5.5 hrs /pay period 240 hours
Administrative/Professional 20,801 — 31,200 ~6.4 hrs /pay period 288 hours
Administrative/Professional 31,201+ ~6.4 hrs /pay period 336 hours
Executive Exempt 0-10,400 ~7.7 hrs /pay period 200 hours
Executive Exempt 10,401 - 20,800 ~7.7 hrs /pay period 240 hours
Executive Exempt 20,801 — 31,200 ~7.7 hrs /pay period 288 hours
Executive Exempt 31,201+ ~7.7 hrs /pay period 336 hours

*Estimated based on 40 hours/week worked or paid

SICK

Employees earn sick leave at an accrual rate of 96 hours for a full-time employee (12 days per year). This
accrual rate does not change throughout full-time employment.

HOLIDAYS

Employees receive eleven paid state holidays each year.
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PAID PARENTAL LEAVE

Eligible employees can receive a maximum of eight (8) weeks of paid parental leave for the birth or
adoption of a child. Eligible employees working less than full-time receive a prorated portion of paid
parental leave corresponding to the percentage of hours they are normally scheduled to work.

OTHER PAID LEAVE

Eligible employees are provided up to a maximum of thirty (30) working days of paid leave if they are
donating a body organ and a maximum of five (5) working days of paid leave if they are donating bone
marrow; appropriate hours for court and jury services depending on the situation (includes non-
benefitted employees); and employees who have been certified by the American Red Cross as disaster
service volunteers shall be granted up to one hundred twenty (120) hours of paid leave in any twelve-
month period to participate in relief services pursuant to Section §67-5338, Idaho Code.
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0
4.0% MARKET SALARY
PROJECTED BASE

SALARY INCREASE INCREASE PROJECTIONS

FINDINGS & ANALYSIS

NATIONAL SALARY INCREASE BUDGET SURVEY DATA

In 2023, national surveys projected the average salary increase nationwide would be 4.10%. Across
industries and occupations, the actual average salary increase came in at 4.40%. Salary increase budgets
in 2023 reached their highest level in 20 years and employers should plan to stay fairly aggressive going
into the next year. For 2024, industries and occupations should expect to grow their salary increase
budgets by a further 3.90 - 4.10%.

2023 PROJECTED VS. ACTUAL INCREASES

Mercer 4.40%

Conference Board 4.40%
Payscale 4.00%

WorldAtWork 4.40%

Willis Towers Watson 4.10% 4.40%

3.40% 3.60% 3.80% 4.00% 4.20% 4.40% 4.60%

2023 Projected Average Increase W 2023 Actual Average Increase

2024 PROJECTED INCREASES

Mercer
Conference Board
Payscale
WorldAtWork

Willis Towers Watson

3.40% 3.60% 3.80% 4.00% 4.20% 4.40% 4.60%

2024 Projected Average Increase
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FY2025 RECOMMENDATION

SALARY ADJUSTMENTS

Fund a 4.5% merit-based increased for all permanent positions to recognize and reward state employees
in the performance of public service to the citizens of Idaho, and an additional 5.5% increase to positions

in the new salary structures (IT/Engineering and Nursing/Healthcare).

SALARY STRUCTURE ADJUSTMENTS

To maintain the desired competitive position, DHR recommends adjustments to the salary structures®® as
follows:

e Primary Salary Structure
O Adjust the Primary Salary Structure midpoints upward by an average of 3.7% (actual
increase varies by pay grade).
0 88 employees?® will require adjustments to the new pay grade minimums.
e Public Safety Salary Structure
0 Adjust the Public Safety Salary Structure midpoints upward by an average of 5.8% (actual
increase varies by pay grade).
0 144 employees will require adjustments to the new pay grade minimumes.
¢ IT/Engineering Salary Structure
0 Implement a new functional salary structure for IT and Engineering positions?!. This
includes an average 12.5% market increase to pay grades (actual increase varies by pay
grade).
0 11 employees will require adjustments to the new pay grade minimums.
e Nursing/Healthcare Salary Structure
0 Implement a new functional salary structure for Nursing and Healthcare positions?2. This
includes an average 9.4% market increase to pay grades (actual increase varies by pay
grade).
0 0 employees will require adjustments to the new pay grade minimums.

PRIMARY PUBLIC SAFETY IT & ENGINEERING  NURSING/HEALTHCARE
3.7% 5.8% 12.5% 9.4%

19 All Salary Structures can be found in Appendix D.
20 For salary data pulled on October 26, 2023.
21 Jobs included in the IT/Engineering Salary Structure, Appendix D.

22 Jobs included in the Nursing/Healthcare Salary Structure, Appendix D.
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BENEFIT PACKAGE

Maintain the State’s current retirement and benefits package.

PAYLINE EXCEPTIONS/SPECIFIC OCCUPATIONAL INEQUITIES

The payline exception report identifies classifications requested by state agencies and approved by the
DHR Administrator for temporary assignment to a higher pay grade. These classifications have been
identified as hard to fill and hard to retain due to market salary premiums?3.

DHR reviewed all payline exceptions in 2023 after a full analysis of the recommendations Korn Ferry
provided after the 2022 Classification and Compensation Study. After implementation, a significant
portion of the payline exceptions were eliminated.

The following classifications remain on payline exception?*: Dietary Aide Senior, Nursing Assistant
Certified, Physical/Occupational Therapy Aide, Nursing Assistant Certified — Senior, Electrician Traffic
Signal, Nurse Licensed Practical, Psychologist, Pharmacy Services Specialist, Psychology Chief, Clinical
Specialist.

All salaries related to the classifications on payline exception are covered in agency budgets. No additional
appropriation is necessary when continuing classifications on payline exception.

23 As part of the CEC process, payline exceptions are reviewed annually by DHR.

24 payline Exception Report, Appendix E.
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ANNUAL TOTAL
COMPENSATION PROCESS

OVERVIEW

In accordance with Idaho Code 67-5309A(3), the governor shall submit his own recommendations on the
proposed changes in salaries and benefits to the legislature prior to the seventh legislative day of each
session. Such recommendations shall address, at a minimum, the four (4) components and subsequent

funding for each component required in this section.

CHANGE IN EMPLOYEE COMPENSATION TIMELINE

DECEMBER 1

DECEMBER/JANUARY
FEBRUARY/MARCH
JULY 1

In accordance with
Idaho code §67-
5309C, DHR submits | DHR and DFM

the CEC report to present CEC .
the Governor and recommendations

Joint CEC

: to Joint CEC Committee makes a
legislature. Coritiee recommendation to | DHR and DFM work
' JFAC. with agency HR to

implement change

JFAC votes on final |, compensation for

change in _ implementation in
compensation and | the new fiscal year.
benefits.
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APPENDIX A: KORN FERRY REPORT

To view a larger resolution of the report, visit: https://dhr.idaho.gov/kf2023/
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https://dhr.idaho.gov/kf2023/
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APPENDIX B: MILLIMAN REPORT

To view a larger resolution of the report below, visit: https://dhr.idaho.gov/milliman2023/
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https://dhr.idaho.gov/milliman2023/
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APPENDIX C: EXISTING SALARY STRUCTURES

EXISTING SALARY STRUCTURE - PRIMARY

HOURLY ANNUAL
PAY  MINIMUM GRADE MAXIMUM

GRADE POINTS POINTS POINTS MINIMUM  POLICY MAXIMUM & MINIMUM POLICY MAXIMUM
D Below 110 Points $7.25 $12.50 $18.75 $19,500 $26,000 $39,000
E 110 119 130 $10.46 $13.94 $20.91 $21,750 $29,000 $43,500
F 131 142 154 $11.68 $15.58 $23.37 $24,300 $32,400 $48,600
G 155 169 184 $13.16 $17.55 $26.32 $27,375 $36,500 $54,750
H 185 201 219 $14.96 $19.95 $29.93 $31,125 $41,500 $62,250
I 220 240 262 $17.67 $23.56 $35.34 $36,750 $49,000 $73,500
J 263 286 312 $19.69 $26.25 $39.38 $40,950 $54,600 $81,900
K 313 341 372 $22.14 $29.52 $44.28 $46,050 $61,400 $92,100
L 373 406 443 $25.02 $33.37 $50.05 $52,050 $69,400 $104,100
M 444 485 528 $28.49 $37.98 $56.97 $59,250 $79,000 $118,500
N 529 578 630 $31.84 $42.45 $63.68 $66,225 $88,300 $132,450
0] 631 688 750 $35.84 $47.79 $71.68 $74,550 $99,400 $149,100
P 751 828 904 $40.75 $54.33 $81.49 $84,750 | $113,000 | $169,500
Q 905 998 1090 $46.88 $62.50 $93.75 $97,500 | $130,000 | $195,000
R 1091 1176 1292 $54.09 §72.12 $108.17 $112,500 | $150,000 | $225,000
T 1532 1665 1822 $63.10 $84.13 $126.20 $131,250 | $175,000 | $262,500
Vv 2167 2354 2575 $81.13 $108.17 $162.26 $168,750 | $225,000 | $337,500

EXISTING SALARY STRUCTURE - PUBLIC SAFETY

HOURLY ANNUAL
PAY  MINIMUM  GRADE MAXIMUM

GRADE POINTS POINTS POINTS MINIMUM | POLICY MAXIMUM MINIMUM POLICY | MAXIMUM
D Below 110 Points $7.25 $14.42 $21.63 $22,500 $30,000 $45,000
E 110 119 130 $11.94 $15.91 $23.87 $24,825 $33,100 $49,650
F 131 142 154 $13.13 $17.50 $26.25 $27,300 $36,400 $54,600
G 155 169 184 $14.64 $19.52 $29.28 $30,450 $40,600 $60,900
H 185 201 219 $16.48 $21.97 $32.96 $34,275 $45,700 $68,550
I 220 240 262 $19.90 $26.54 $39.81 $41,400 $55,200 $82,800
J 263 286 312 $21.53 $28.70 $43.05 $44,775 $59,700 $89,550
K 313 341 372 $23.44 $31.25 $46.88 $48,750 $65,000 $97,500
L 373 406 443 $25.75 $34.33 $51.49 $53,550 $71,400 $107,100
M 444 485 528 $28.49 $37.98 $56.97 $59,250 $79,000 $118,500
N 529 578 630 $31.84 $42.45 $63.68 $66,225 $88,300 $132,450
0 631 688 750 $35.84 $47.79 $71.68 $74,550 $99,400 $149,100
P 751 828 904 $40.75 $54.33 $81.49 $84,750 | $113,000 | $169,500
Q 905 998 1090 $46.88 $62.50 $93.75 $97,500 | $130,000 | $195,000
R 1091 1176 1292 $54.09 $§72.12 $108.17 $112,500 | $150,000 | $225,000
T 1532 1665 1822 $63.10 $84.13 $126.20 $131,250 | $175,000 | $262,500
\ 2167 2354 2575 $81.13 $108.17 $162.26 $168,750 | $225,000 | $337,500
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APPENDIX D: PROPOSED SALARY STRUCTURES

RECOMMENDED SALARY STRUCTURE - PRIMARY

Grace| ouront | """ | roposed | TiEon” iz | amea’

Minimum Maximum Ratio
Vv $225,000 | $168,750 | $225,000 | $337,500 0.0% -25.0% 112%
U $200,000 | $153,750 | $205,000 | $307,500 2.5% -14.7% n/a
T $175,000 | $138,750 | $185,000 | $277,500 57% -12.6% 76%
R $150,000 | $120,000 | $160,000 | $240,000 6.7% -5.3% 89%
Q $130,000 | $104,550 | $139,400 | $209,100 7.2% -5.5% 85%
P $113,000 | $90,975 | $121,300 | $181,950 7.3% -5.8% 86%
@) $99,400 $80,100 | $106,800 | $160,200 7.4% -6.0% 87%
N $88,300 $71,250 $95,000 | $142,500 7.6% -6.3% 87%
M $79,000 $61,875 $82,500 | $123,750 4.4% -10.0% 89%
L $69,400 $54,000 $72,000 | $108,000 3.7% -7.8% 90%
K $61,400 $47,325 $63,100 $94,650 2.8% -5.3% 91%
J $54,600 $41,775 $55,700 $83,550 2.0% -2.4% 93%
I $49,000 $37,125 $49,500 $74,250 1.0% 0.8% 92%
H $41,500 $32,550 $43,400 $65,100 4.6% 2.5% 95%
G $36,500 $28,650 $38,200 $57,300 4.7% 3.3% 103%
F $32,400 $25,500 $34,000 $51,000 4.9% 0.6% 99%
E $29,000 $22,875 $30,500 $45,750 52% -2.3% 108%
D $26,000 $20,550 $27,400 $41,100 5.4% -12.2% 135%
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RECOMMENDED SALARY STRUCTURE - INFORMATION TECHNOLOGY/

ENGINEERING
Grade | gtent | 7o | oosed | SR | e Lo change s romeas Sesutes,
Minimum Maximum
Q $130,000 $104,550 $139,400 $209,100 0% 7.2% -5% 93%
P $113,000 $93,900 $125,200 $187,800 3% 10.8% -7% 88%
0] $99,400 $85,350 $113,800 $170,700 7% 14.5% -6% 87%
N $88,300 $78,375 $104,500 $156,750 10% 18.3% -5% 83%
M $79,000 $68,100 $90,800 $136,200 10% 14.9% -9% 87%
L $69,400 $59,400 $79,200 $118,800 10% 14.1% -8% 84%
K $61,400 $52,350 $69,800 $104,700 11% 13.7% -6% 85%
J $54,600 346,425 $61,900 $92,850 11% 13.4% -3% 90%
| $49,000 341,475 $55,300 $82,950 12% 12.9% -2% 84%
H $41,500 $37,350 $49,800 $74,700 15% 20.0% 1% 79%

JOBS ASSIGNED TO IT/ENGINEERING SALARY STRUCTURE

DATA SCIENTIST
ENGINEER ASSOCIATE
ENGINEER INTERN
ENGINEER, MANAGER 1
ENGINEER, MANAGER 2
ENGINEER, MANAGER 3
ENGINEER, STAFF
ENGINEER, TECHNICAL 1
ENGINEER, TECHNICAL 2
ENGINEERING ASST, TRANSP
ENGINEERING TECH SR, P&R
GEOLOGIST, ENG
GEOLOGIST, ENG ASST
GIS ANALYST |
GIS ANALYST Il
GIS ANALYST 1l
GIS ASSOCIATE
IT ARCHITECT |
IT ARCHITECT Il
IT ARCHITECT Il
IT ARCHITECT IV
IT DATABASE ADMIN ANALYST |
IT DATABASE ADMIN ANALYST II
IT DATABASE ADMIN ANALYST IlI
IT DATABASE ADMIN ANALYST IV
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IT INFO SYS AND INFR ENG |
ITINFO SYS AND INFR ENG I
ITINFO SYS AND INFR ENG IlI
ITINFO SYS AND INFR ENG IV
IT MANAGER |
IT MANAGER Il
IT MANAGER Il
IT MANAGER IV
IT MANAGER V
IT NETWORK ENGINEER |
IT NETWORK ENGINEER I
IT NETWORK ENGINEER Il
IT NETWORK ENGINEER IV
IT OPS & SUPPORT ANALYST |
IT OPS & SUPPORT ANALYST Il
IT OPS & SUPPORT ANALYST Il
IT OPS & SUPPORT SR TECHNICIAN
IT OPS & SUPPORT TECHNICIAN
IT OPS & SUPPORT ASSOCIATE TECH
IT SOFTWARE ENGINEER ASSOCIATE
IT SOFTWARE ENGINEER |
IT SOFTWARE ENGINEER Il
IT SOFTWARE ENGINEER Il
IT SOFTWARE ENGINEER IV
IT SOFTWARE ENGINEER TRAINEE




Jobs Assigned to IT/Engineering Structure Continued

JOBS ASSIGNED TO IT/ENGINEERING SALARY STRUCTURE

ITINFO MGT SPECIALIST | LAND SURVEYOR, TRANS

IT INFO MGT SPECIALIST Il LAND SURVEYOR-IN-TRNG

ITINFO MGT SPECIALIST IlI REMOTE SNSG ANLYST STAFF
IT INFO SECURITY ENGINEER | REMOTE SNSG ANLYST TECH
IT INFO SECURITY ENGINEER 1l TRANSP TECH PRIN, ENGNRNG
IT INFO SECURITY ENGINEER 111 TRANSPORTATION TECH SR
ITINFO SECURITY ENGINEER IV
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RECOMMENDED SALARY STRUCTURE - NURSING/HEALTHCARE

Current Pm7p5?/..sed ‘ O] ‘ Pr??(?;ed Nursing HC 0\ nge W% from P25 jorl:rllt:i:?
Midpoint Minimum Midpoint Maximum | VS Primary Ratio
Q $130,000 $104,550 $139,400 $209,100 0% 7.2% -5% 103.6%
P $113,000 $90,975 $121,300 $181,950 0% 7.3% 6% 94%
(@] $99,400 $82,050 $109,400 $164,100 2% 10.1% -8% 83%
N $88,300 $74,850 $99,800 $149,700 5% 13.0% -12% 89%
M $79,000 $67,500 $90,000 $135,000 9% 13.9% 4% 88%
L $69,400 $57,450 $76,600 $114,900 6% 10.4% 4% 91%
K $61,400 $48,900 $65,200 $97,800 3% 6.2% 12% 91%
J $54,600 $41,775 $55,700 $83,550 0% 2.0% 1% 101%
| $49,000 $37,125 $49,500 $74,250 0% 1.0% 48% 95%
H $41,500 $32,550 $43,400 $65,100 0% 4.6% 41% 100%
G $36,500 $28,650 $38,200 $57,300 0% 4. 7% n/a n/a
JOBS ASSIGNED TO NURSING/HEALTHCARE SALARY STRUCTURE
CLINICIAN PHARMACY SVCS SUPV
CLINICAL SUPV PHARMACY/DATA INVNTRY SP
NURSING ASSISTANT CERTIFIED PHYSICAL OCC THERAPY AID
NURSING ASSISTANT CERTIFIED - SENIOR PHYSICIAN, MED CLINIC - INST
NURSE, ADVANCED PRACTICE PHYSICIAN, PSYCH SPECIALTY
NURSE, LICENSED PRACTICAL PSYCHOLOGIST
NURSE, REGISTERED PSYCHOLOGY, CHF OF
NURSE, REGISTERED MANAGER THERAPIST
NURSE, REGISTERED SENIOR THERAPIST, EARLY INTERVENTION
NURSING ASST CERT SOCIAL WORKER
NURSING ASST, CERTIFD-SR BEHAVIORAL HEALTH CHIEF
NURSING SERVICES DIR CLINICAL SPECIALISTS
PHARMACIST, CLINICAL SOCIAL SERVICES DIRECTOR BEHAV HLTH
PHARMACY ASST, SR SOCIAL SERVICES DIRECTOR - ISVH
PHARMACY SVCS SPEC
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RECOMMENDED SALARY STRUCTURE - PUBLIC SAFETY

Current e Proposed hEpree] Resulting
Midpoint .7.5% Midpoint 15_0% . Compa-Ratio
Minimum Maximum | Primary
Q $130,000 $106,650 $142,200 $213,300 2.0% 9.4% 98%
P $113,006 $93,150 $124,200 $186,300 2.4% 9.9% -7% 86%
@) $99,403 $82,200 $109,600 $164,400 2.6% 10.3% -6% 103%
N $88,296 $73,425 $97,900 $146,850 3.1% 10.9% 1% 98%
M $78,998 $64,950 $86,600 $129,900 5.0% 9.6% 97%
L $71,406 $57,900 $77,200 $115,800 7.2% 8.1% 3% 88%
K $65,000 $51,900 $69,200 $103,800 9.7% 6.5% 2% 86%
J $59,696 $46,950 $62,600 $93,900 12.4% 4.9% 8% 83%
I $55,203 $42,750 $57,000 $85,500 15.2% 3.3% 6% 83%
H $45,698 $36,000 $48,000 $72,000 10.6% 5.0% 83%

JOBS ASSIGNED TO PUBLIC SAFETY SALARY STRUCTURE

CONSERVATION OFFICER
CONSERVATION OFFICER DISTRICT
CONSERVATION OFFICER REGIONAL
CONSERVATION OFFICER SENIOR
CORRECTIONAL CORPORAL
CORRECTIONAL LIEUTENANT
CORRECTIONAL MANAGER 1
CORRECTIONAL MANAGER 2
CORRECTIONAL MANAGER 3
CORRECTIONAL OFFICER
CORRECTIONAL SERGEANT
CORRECTIONAL SPECIALIST
CORRECTIONAL SPECIALIST SUPERVISOR
FISH & GAME ENFORCEMENT ASSISTANT CHIEF
FISH & GAME ENFORCEMENT BUREAU CHIEF
ISP CAPTAIN

ISP LIEUTENANT
ISP MAJOR
ISP SERGEANT
ISP SPECIALIST
ISP TROOPER
ISP TROOPER RECRUIT
PROBATION & PAROLE OFFICER
PROBATION & PAROLE OFFICER LEAD
PROBATION & PAROLE OFFICER SENIOR
REHABILITATION SPECIALIST ASSOCIATE DIC
REHABILITATION SPECIALIST DJC
REHABILITATION SUPERVISOR DJC
REHABILITATION TECH TRAINEE DJC
REHABILITATION TECHNICIAN DJC
REHABILITATION TECHNICIAN II DJC
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ALL RECOMMENDED STRUCTURES

: e Nursing/ | Public Safety [T/Engineering| ., Nursing/
l\flzi‘:i';:ir:t HID 8 LA L 10 Healthcgre % Prt-:miumty % Pgr’emiumg H?rlgr:fi:::%
v $225,000 $225,000 $225,000 $225,000 $225,000 0.0% 0.0% 0.0%
u $200,000 $205,000 $205,000 $205,000 $205,000 0.0% 0.0% 0.0%
T $175,000 $185,000 $185,000 $185,000 $185,000 0.0% 0.0% 0.0%
R $150,000 $160,000 $160,000 $160,000 $160,000 0.0% 0.0% 0.0%
Q $130,000 $139.400 $142,200 $139,400 $130,000 2.0% 0.0% 0.0%
P $113,000 $121,300 $124,200 $125,200 $121,300 2.4% 3.2% 0.0%
o $99,400 $106,800 $109,600 $113,800 $109,400 2.6% 6.6% 2.4%
N $88,300 $95,000 $97,900 $104,500 $99.800 31% 10.0% 51%
M $79,000 $82,500 $86,600 $90,800 $90,000 5.0% 10.1% 91%
L $69,400 $72,000 $77,200 $79,200 $76,600 7.2% 10.0% 6.4%
K $61,400 $63,100 $69,200 $69.800 $65,200 9.7% 10.6% 3.3%
J $54,600 $55,700 $62,600 $61,900 $55,700 12.4% 111% 0.0%
I $49,000 $49,500 $57,000 $55,300 $49,500 15.2% 11.7% 0.0%
H $41,500 $43,400 $48,000 $49,800 $43,400 10.6% 14.7% 0.0%
G $36,500 $38,200 $38,200 $38.200 $38,200 0.0% 0.0% 0.0%
F $32,400 $34,000 $34,000 $34,000 $34,000 0.0% 0.0% 0.0%
E $29,000 $30,500 $30,500 $30,500 $30,500 0.0% 0.0% 0.0%
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APPENDIX E: PAYLINE EXCEPTIONS

A payline exception occurs when a higher pay grade is assigned to a job class, generally due to recruitment
or retention issues. Payline exceptions are approved by the Administrator of the Division of Human
Resources in accordance with §67-5309D (5), Idaho Code, which states that "When necessary to obtain or
retain qualified personnel in a particular classification, upon petition of the department to the
administrator containing acceptable reasons therefore, a higher temporary pay grade may be authorized
by the administrator which, if granted, shall be reviewed annually to determine the need for continuance."

PAYLINE EXCEPTIONS

NUMBER OF TOTAL OF
NUMBER OF EMPLOYEES SALARIES OVER
CLASSIFIED PAY  TEMPORARY OVER PAY PAY GRADE
CLASSIFICATION TITLE EMPLOYEES GRADE PAY GRADE  GRADE MAX MAX
02188 | Dietary Aide Senior 40 D G 5 $13,250
07610 | NUTsIng Assistant 80 F H 11 $4,100
Certified
07614 PhyS|caI/Qccupat|onaI 11 F H 4 $5 803
Therapy Aide
Nursing Assistant
07612 Certified - Senior > G I 0 >0
06276 | Electrician Traffic Signal 10 I J 4 $7,197
07676 | Nurse Licensed Practical 59 I J 1 $1,535
09406 | Psychologist 1 M (o) 0 SO
07478 | harmacy Services 2 M P 2 $32,885
Specialist
09402 | Psychology Chief 2 0 P 0 SO
07203 | Clinical Specialist 11 P 5 $17,472

GRAND TOTAL

{

Salaries related to the classifications on payline exception are covered in agency budgets. No additional
appropriation is necessary.
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APPENDIX F: TURNOVER DATA

In FY 2023, the State experienced an 18.9% total turnover rate of classified employees. This was a 2.9%
decrease compared to FY 2022 where turnover rate of classified employees was 21.8%.

FISCAL BEGIN END AVG NUMBER OF STATE CLASSIFIED
CLASSIFICATION YEAR COUNT COUNT EMP SEPARATIONS TURNOVER RATE
Classified 2023 12,137 12,516 12,326.5 2,335 18.9%

Over the last decade, DHR has reported on turnover for classified employees only. Below is a 5-year history
of Total Turnover Rate for Classified Employees.

TOTAL TOTAL YEAR-OVER-YEAR
SEPARATIONS TURNOVER RATE CHANGE
2023 2,335 18.9% -2.9%
2022 2,731 21.8% 2.9%
2021 2,456 18.9% 3.9%
2020 1,953 15.0% 0.1%
2019 1,929 14.9% -2.0%

Moving forward, DHR will report on the Total Turnover Rate for All Employees. This number will exclude
temporary and seasonal employees.

In FY 2023, the State experienced a 15% total turnover rate of all employees®. A total of 3,189 employees
exited state employment. Based on the separation codes entered by state agencies when processing an
employee’s final paperwork, the top reasons classified employees left state employment were: Personal,
Retirement, and Private Sector Job.

TURNOVER BY AGENCY

Turnover is the rate at which employees move in and out of open positions. This can be for both leaving
the state entirely or leaving a state agency and becoming employed at a separate state agency. Turnover
was calculated in the chart below by the number of separations from the past fiscal year divided by the
average number of employees. Turnover excludes temporary and seasonal positions.

AGENCY NAME SEPARATIONS TURNOVER RATE

TOTAL 3,189 15%
Attorney General 48 22%
Boise State University 522 18%
Brand Inspector 6 10%
Code Commission 0 0%

25 Excludes Public Health Districts, State Insurance Fund, and University of Idaho.
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Turnover by Agency Continued

AGENCY NAME

Commission for Blind & Visual Impaired
Commission of Pardons and Parole
Commission on the Arts

Correctional Industries

Dept. of Agriculture

Dept. of Commerce

Dept. of Correction

Dept. of Environmental Quality

Dept. of Finance

Dept. of Fish & Game

Dept. of Insurance

Dept. of Labor

Dept. of Lands

Dept. of Parks & Recreation

Dept. of Administration

Dept. of Health & Welfare

Dept. of Water Resources

Div. of Financial Management

Div. of Human Resources

Div. of Veterans Services

Div. of Occupational & Professional Licenses
Endowment Fund Investment Board
Hispanic Commission

Idaho Division of Career Technical Education
Idaho Commission for Libraries

Idaho Commission on Aging

Idaho Public Television

Idaho State Independent Living Council
Idaho State Lottery

Idaho State Police

Idaho State Racing Commission

Idaho State University

Idaho Transportation Dept.

Industrial Commission

Judicial Branch

Juvenile Corrections

Lava Hot Springs Foundation
Legislative Services

Lewis-Clark State College

Military Division

Office of Administrative Hearings
Office of Board of Education

Office of Drug Policy

Office of Energy and Mineral Resources
Office of Information Technology Services
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SEPARATIONS

0
6
1
12
47
6
340
50
5
44
15
115
51
27
22
510
17
2
3
91
51

TURNOVER RATE
0%
15%
12%
33%
11%
12%
18%
13%
8%
5%
22%
22%
9%
7%
18%
17%
11%
10%
12%
27%
10%
0%
0%
8%
12%
5%
10%
0%
3%
13%
9%
13%
17%
25%
5%
17%
4%
20%
5%
18%
0%
14%
18%
33%
12%




Turnover by Agency Continued

AGENCY NAME SEPARATIONS TURNOVER RATE
Office of Performance Evaluations 0 0%
Office of Species Conservation 1 7%
Office of the Governor 4 20%
Public Charter School Commission 4 6%
Public Employee Retirement System of Idaho 1 10%
Public Utilities Commission 7 16%
Secretary of State 10 34%
Soil and Water Conservation Commission 4 19%
State Appellate Public Defender 2 8%
State Board of Tax Appeals 0 0%
State Controller 15 8%
State Historical Society 11 13%
State Liquor Division 73 17%
State Public Defense Commission 0 0%
State Tax Commission 88 20%
State Treasurer 6 19%
Stem Action Center 3 55%
Superintendent of Public Instruction 38 34%
Vocational Rehabilitation 25 18%
Workforce Development Council 3 38%

JOBS WITH HIGHEST TURNOVER

PAY NUMBER OF TURNOVER
CLASS TITLE GRADE SEPARATIONS RATE
Psychiatric Tech H 58 80.0%
Maintenance Craftsman G 14 71.8%
Dietary Aide, Sr. G 23 67.7%
Human Resource Associate | 10 66.7%
Client Services Tech G 21 63.6%
Transportation Tech Apprentice G 40 59.7%
Security Officer, Sr. G 16 56.1%
Health Education Specialist K 21 50.0%
Nurse, Reg. L 44 44.4%
Health Facility Surveyor L 11 43.1%
Cook, Sr. H 17 42.5%
Liquor Store Clerk F 49 40.7%
Nursing Assistant, Certified H 26 39.7%
Custodian F 72 39.3%
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REGIONAL TURNOVER

North Central
TOTAL SEPARATIONS: 230
TURNOVER: 7%

Central
TOTAL SEPARATIONS: 1,924
TURNOVER: 60%

Southwest
TOTAL SEPARATIONS: 158
TURNOVER: 5%

Panhandle
TOTAL SEPARATIONS: 174
TURNOVER: 5%

Eastern

TOTAL SEPARATIONS: 146
TURNOVER: 5%

Southeastern
TOTAL SEPARATIONS: 459
TURNOVER: 14%

South Central

TOTAL SEPARATIONS: 97

FY23 EXIT INTERVIEW DATA

TURNOVER: 3%

Results of the FY23 statewide exit survey indicated that “Pay” was the number one reason employees

choose to leave State of Idaho employment. “Retirement” was the second most cited factor, followed by

“Career Opportunities” and “Management.”

“We want to understand the reasons

our employees choose to leave State of Idaho employment.

Please rate, based on order of importance, what three areas led you to seek other employment.”

Pay

24.86% rated “Pay” the most important factor

Retirement

18.38% rated “Retirement” the most important factor

Career Opportunities

11.35% rated “Career Opportunities” the most important factor

Management
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APPENDIX G: VACANCY RATES

The vacancy rate measures the percentage of vacant positions at a given state agency. Vacancy rates were

the end of the fiscal year was 11%.
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VACANT REGULAR
VACANT NON- COMBINED NON-
CLASSIFIED CLASSIFIED VACANT  CLASSIFIED

AGENCY NAME FTP FTP FTP FTP
OVERALL 1,603.20 394.09 1,997.29 5,802.32
Attorney General 0.00 21.00 21.00 206.80
Boise State University 46.50 132.92 179.42 2,281.46
Brand Inspector 2.65 0.00 2.65 5.00
Commission for Blind & Visual 0.00 0.00 0.00 1.00
Impaired
Commission of Pardons & 4.00 0.00 4.00 2.00
Parole
Commission on the Arts 0.00 0.00 0.00 9.00
Correctional Industries 0.00 11.00 11.00 31.00
Dept. of Agriculture 23.00 0.00 23.00 11.00
Dept. of Commerce 6.00 1.00 7.00 4.00
Dept. of Correction 363.85 1.00 364.85 22.00
Dept. of Environmental Quality 42.56 0.00 42.56 14.00
Dept. of Finance 2.00 0.00 2.00 2.00
Dept. of Fish & Game 27.00 0.00 27.00 6.00
Dept. of Insurance 4.00 0.00 4.00 14.50
Dept. of Labor 68.00 0.00 68.00 14.00
Dept. of Lands 39.40 0.00 39.40 12.00
Dept. of Parks & Recreation 13.00 0.00 13.00 6.00
Dept. of Administration 10.00 0.00 10.00 7.00
Dept. of Health & Welfare 519.23 3.00 522.23 25.00
Dept. of Water Resources 21.00 0.00 21.00 3.00
Div. of Financial Management 0.00 2.00 2.00 17.00
Div. of Human Resources 3.00 0.00 3.00 1.00
Div. of Veterans Services 119.00 0.00 119.00 7.00
Div. of Occupational & 18.00 1.00 19.00 7.00
Professional Licenses
Endowment Fund Investment 0.00 0.00 0.00 2.00
Board
Hispanic Commission 0.00 0.00 0.00 2.00
Idaho Division of Career 2.00 4.00 6.00 34.00
Technical Education
Idaho Commission for Libraries 3.50 0.00 3.50 2.00
Idaho Commission on Aging 0.00 0.00 0.00 1.00
Idaho Public Television 5.00 0.00 5.00 7.00
Idaho State Independent Living 0.00 0.00 0.00 1.00
Council

REGULAR
CLASSIFIED

FTP

0.00
522.29
33.40
39.77

30.00

0.00
0.00
187.75
31.00
1,797.92
329.75
66.00
520.00
53.00
496.00
292.82
149.22
110.00
2,784.07
141.00
0.00
18.00
321.50
242.75

2.00

1.00
9.00

31.00
13.00
58.00

3.00

COMBINED
REGULAR

FTP

12,460.36 18,262.68

206.80
2,803.75
38.40
40.77

32.00

9.00
31.00
198.75
35.00
1,819.92
343.75
68.00
526.00
67.50
510.00
304.82
155.22
117.00
2,809.07
144.00
17.00
19.00
328.50
249.75

4.00

3.00
43.00

33.00
14.00

65.00
4.00

calculated in the chart below using the number of vacant positions in June 2023. Overall vacancy rate at

VACANCY
RATE

11%
9%
6%
6%
0%

11%

0%
26%
10%
17%
17%
11%

3%

5%

6%
12%
11%

8%

8%
16%
13%
11%
14%
27%

7%

0%

0%
12%

10%
0%
7%
0%




Vacancy Rates by Agency Continued

VACANT
VACANT NON-
CLASSIFIED CLASSIFIED

AGENCY NAME FTP FTP
Idaho State Police 50.00 1.00
Idaho State Racing 0.00 0.00
Commission
Idaho State University 34.25 87.17
Idaho Transportation Dept. 43.00 2.00
Industrial Commission 10.00 1.00
Judicial Branch 0.00 30.00
Juvenile Corrections 38.00 0.00
Lava Hot Springs Foundation 0.00 0.00
Legislative Services 0.00 2.00
Lewis-Clark State College 4.80 22.00
Military Division 0.00 34.00
Office of Board of Education 0.00 2.00
Office of Drug Policy 0.00 0.00
Office of Energy and Mineral 0.00 1.00
Resources
Office of Information 9.00 0.00
Technology Services
Office of Performance 0.00 2.00
Evaluations
Office of Species Conservation 0.00 0.00
Office of the Governor 0.00 3.00
Public Employee Retirement 4.00 2.00
System of Idaho
Public Utilities Commission 5.00 0.00
Secretary of State 0.00 3.00
Soil and Water Conservation 1.56 0.00
Commission
State Appellate Public 0.00 1.00
Defender
State Board of Tax Appeals 0.00 0.00
State Controller 0.00 8.00
State Historical Society 5.00 0.00
State Liquor Division 5.90 0.00
State Public Defense 0.00 0.00
Commission
State Tax Commission 46.00 1.00
State Treasurer 0.00 0.00
Stem Action Center 0.00 0.00
Superintendent of Public 0.00 8.00
Instruction
Vocational Rehabilitation 4.00 6.00
Workforce Development 0.00 0.00
Council
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REGULAR
COMBINED  NON- REGULAR
VACANT  CLASSIFIED CLASSIFIED
FTP FTP FTP
51.00 5.00 537.03
0.00 0.00 2.00
121.42 1,224.27 537.55
45.00 21.00 1,580.50
11.00 59.00 60.00
30.00 370.00 0.00
38.00 9.00 366.00
0.00 1.00 19.80
2.00 70.00 0.00
26.80 314.07 78.90
34.00 386.22 0.00
2.00 49.00 9.50
0.00 6.00 0.00
1.00 10.00 0.00
9.00 2.00 124.00
2.00 7.00 0.00
0.00 15.00 0.00
3.00 18.00 0.00
6.00 5.00 59.00
5.00 9.00 34.00
3.00 30.00 0.00
1.56 2.00 14.00
1.00 24.00 0.00
0.00 1.00 3.00
8.00 101.00 0.00
5.00 3.00 48.00
5.90 5.00 242.59
0.00 2.00 4.00
47.00 13.00 392.75
0.00 27.50 0.00
0.00 6.00 0.00
8.00 115.00 0.00
10.00 93.50 44.50
0.00 2.00 9.00

COMBINED
REGULAR
FTP

542.03
2.00

1,761.82
1,601.50
119.00
370.00
375.00
20.80
70.00
392.97
386.22
58.50
6.00
10.00

126.00

7.00

15.00
18.00
64.00

43.00
30.00
16.00

24.00

4.00
101.00
51.00
247.59
6.00

405.75
27.50
6.00
115.00

138.00
11.00

VACANCY
RATE
9%

0%

6%
3%
8%
8%
9%
0%
3%
6%
8%
3%
0%
9%

7%

22%

0%
14%
9%

10%
9%
9%

4%

0%
7%
9%
2%
0%

10%
0%
0%
7%

7%
0%




The following information from last year’s CEC implementation is summarized by agency by average

percent increase and average dollar increase received by employees and the date the agency CEC plan

was implemented.

AVERAGE
INCREASE AVERAGE DOLLAR DATE
AGENCY NAME PERCENTAGE INCREASE IMPLEMENTED
STATE AVERAGE
Attorney General 7.24% $2.78 5/28/2023
Brand Inspector 5.84% $1.15 5/14/2023
Commission for Blind & Visual Impaired 4.73% $1.24 4/16/2023
Commission of Pardons and Parole 5.47% $1.29 5/28/2023
Correctional Industries 6.32% $1.70 5/14/2023
Dept. of Agriculture 5.00% $1.32 4/30/2023
Dept. of Commerce 4.18% $1.42 5/14/2023
Dept. of Correction 4.35% $1.28 3/27/2023
Dept. of Environmental Quality 3.59% $1.22 4/2/2023
Dept. of Finance 4.91% $1.88 4/16/2023
Dept. of Fish & Game 3.99% $1.22 4/2/2023
Dept. of Insurance 5.74% $1.53 4/30/2023
Dept. of Labor 7.63% $2.11 4/2/2023
Dept. of Lands 4.39% $1.24 5/14/2023
Dept. of Parks & Recreation 5.26% $1.25 4/30/2023
Dept. of Administration 3.41% $0.96 4/30/2023
Dept. of Health & Welfare 5.99% $1.62 4/2/2023
Dept. of Water Resources 6.09% $1.95 5/14/2023
Div. of Financial Management 3.34% $1.26 4/30/2023
Div. of Human Resources 3.56% $1.35 4/30/2023
Div. of Veterans Services 5.46% $1.42 4/30/2023
Div. of Occupational & Prof. Licenses 5.00% $1.41 4/30/2023
Endowment Fund Investment Board 7.88% $2.92 4/16/2023
Idaho Commission for Libraries 4.59% $1.35 4/2/2023
Idaho Commission on Aging 5.69% $1.70 5/14/2023
Idaho Public Television 4.85% $1.26 5/14/2023
Idaho State Lottery 5.21% $1.26 4/2/2023
Idaho State Police 4.47% $1.39 4/2/2023
Idaho Transportation Dept. 4.75% $1.26 4/3/2023
Industrial Commission 5.91% $1.56 4/2/2023
Judicial Branch 9.45% $2.89 5/1/2023
Juvenile Corrections 4.70% $1.24 4/2/2023
Lava Hot Springs Foundation 15.55% $1.93 5/19/2023
Legislative Services 7.21% $2.58 4/2/2023
Lewis-Clark State College 10.83% $1.61 5/1/2023
Military Division 3.27% $0.81 4/2/2023
Office of Board of Education 3.40% $1.19 5/14/2023
Office of Drug Policy 4.56% $1.28 5/14/2023
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Average FY24 Salary Increase Continued

AVERAGE
INCREASE AVERAGE DOLLAR DATE
AGENCY NAME PERCENTAGE INCREASE IMPLEMENTED
Office of Energy and Mineral Resources 6.25% $1.90 4/16/2023
Office of Information Technology Services 3.51% $1.29 4/2/2023
Office of Performance Evaluations 3.89% $1.57 4/16/2023
Office of Species Conservation 5.19% $1.64 4/2/2023
Office of the Governor 4.01% $1.67 4/30/2023
Public Employee Retirement System of Idaho 5.46% $1.37 4/30/2023
Public Charter School Commission 4.25% $1.18 4/2/2023
Public Utilities Commission 4.08% $1.33 4/16/2023
Secretary of State 5.16% $1.39 5/28/2023
Senate 4.26% $1.20 4/2/2023
Soil and Water Conservation Commission 4.07% $1.22 4/2/2023
State Appellate Public Defender 7.69% $3.00 5/28/2023
State Board of Tax Appeals 5.82% $1.58 4/2/2023
State Controller 4.07% $1.23 4/16/2023
State Historical Society 5.64% $1.20 4/30/2023
State Liquor Division 6.17% $1.17 4/16/2023
State Public Defense Commission 4.59% $1.68 5/28/2023
State Tax Commission 5.34% $1.35 4/2/2023
State Treasurer 4.09% $1.28 5/28/2023
Superintendent of Public Instruction 4.02% $1.20 4/2/2023
Vocational Rehabilitation 4.90% $1.27 4/13/2023
Workforce Development Council 5.98% $1.71 5/28/2023
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APPENDIX I: 5-YEAR HISTORY OF CEC

5-YEAR CEC HISTORY OVERVIEW
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DETAILED 5-YEAR CEC HISTORY

FISCAL
YEAR

FY 24

FY 23

DHR RECOMMENDATION

DHR RECOMMENDED:

DHR RECOMMENDED:

Fund a 4% merit-based increase for
all permanent positions;

Fund a 6% equity adjustment (in
addition to the recommended
merit) for public safety positions
assigned to the new Public Safety
Salary Structure implemented by
DHR in 2023;

Fund the cost to move employees
falling below their new pay grade
minimum for positions assigned to
the Core Salary Structure
implemented by DHR in 2023.

Fund 5% total CEC for permanent
positions, increasing the current
salary structure by 2% fully
funding all employee market
adjustment for FY23;
Continuation of job classifications
on pay line exception;

Budget at least a 3% merit-based
salary increase;

Maintain funding for the employer
cost of group insurance and
retirement benefits;
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EXECUTIVE BUDGET
RECOMMENDATION

THE GOVERNOR RECOMMENDED:

e  Fund 3% merit-based increase for
all permanent positions

e A 2% fully funded upwards shift of
the salary structure;

e Continuation of jobs on payline
exception;

e Maintenance of the current
appropriated amount for health
insurance per eligible full-time
FTP.

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

e A 3% shift to the salary structure
for classified employees;

e  Maintain all jobs on payline
exception;

e  Funding of up to $1.25 per hour
for permanent employees based
on merit;

e  Maintain the current employee
benefit package.

THE GOVERNOR RECOMMENDED:

e Fund 3% merit increase for
permanent state employees;

o A2% fully funded upwards shift of
the compensation schedule;

e Continuation of jobs on pay line
exception;

e Maintenance of the current
appropriated amount for health
insurance per eligible full-time
FTP.

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

o A 3% shift to the salary structure
for classified employees;

e A3% salary increase to all
permanent positions;

e Funding of $1.25 per hour for
permanent employees based on
merit.

LEGISLATIVE ACTION

THE LEGISLATURE AUTHORIZED AND

FUNDED:

e $1.20 per hour increase for all
permanent employees to be
distributed on the basis of merit at
the discretion of agency heads and
institution presidents, with the
flexibility to distribute funding for
recruitment and retention
purposes in hard-to-fill and hard-
to-retain positions;

e Anupward shift of the core
compensation schedule by an
average of 8.5% with the
exception of the minimum wage in
pay grade D;

e An additional salary structure for
public safety positions;

e Moved pay grade minimums to
75% and maintaining the
maximum of 150%.

e Maintained current employee
benefit package for FY23 with an
increase to appropriation for the
employer share of health benefits,
for an increase of $845 per FTP for
health insurance.

THE LEGISLATURE AUTHORIZED AND

FUNDED:

o A 3% shift to the salary structure
for classified employees;

e A3%salary increase to all
permanent positions;

e A S1.25 per hour for permanent
employees based on merit;

e Continuation of jobs on pay line
exception;

e Maintain current employee health
insurance benefit package with no
significant changes in plan design;

e Appropriation levels for FY23
increased from $11,650 to
$12,500 per FTP, and a one-year
holiday for employers that
contribute to the PERSI-managed
sick leave plan.




Detailed 5-Year CEC History Continued

FISCAL
YEAR

FY 22

FY 21

DHR RECOMMENDATION
DHR RECOMMENDED:

e Increase the current salary
structure by at least 2% for FY22;

e Continuation of job classifications
on pay line exception;

e Budget at least a 2% merit-based
salary increase;

e  Maintain funding for the employer
cost of group insurance and
retirement benefits.

DHR RECOMMENDED:

e Increasing the current salary
structure by at least 3% for FY21;

e Continuation of job classifications
on pay line exception;

e Budget at least a 2% merit-based
salary increase;

e Maintain funding for the employer
cost of group insurance and
retirement benefits.
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EXECUTIVE BUDGET
RECOMMENDATION

THE GOVERNOR RECOMMENDED:

o A 2% merit increase for permanent
state employees;

e A 2% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

e Maintenance of the current
appropriated amount for health
insurance per eligible full-time
FTP.

THE LEGISLATURE’S JOINT CEC
COMMITTEE RECOMMENDED:
e The governor’s recommendation.

THE GOVERNOR RECOMMENDED:

e A 2% merit increase for permanent
state employees;

e A 3% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

e Maintenance of the current
appropriated amount for health
insurance per eligible full-time
FTP;

e A reduction to funding equivalent
to reducing the sick leave rate
from 0.65% to 0.0%.

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

e The governor’s recommendation
and added a 2% equity (not merit-
based) for permanent employees
in the 20 target classifications
identified by DHR as most critical.

LEGISLATIVE ACTION

THE LEGISLATURE AUTHORIZED AND

FUNDED:

e A 2% merit increase for all
permanent employees;

e A 2% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception was approved;

e  Maintain current appropriated
amount for health insurance per
eligible full-time FTP, and a one-
year holiday for employers that
contribute to the PERSI-managed
sick leave plan.

THE LEGISLATURE AUTHORIZED AND

FUNDED:

e A 2% merit increase for all
permanent employees;

e A 2% equity (not merit-based) for
permanent employees in the 20
target classifications identified by
DHR as most critical;

e A 3% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

e Maintain current appropriated
amount for health insurance per
eligible full-time FTP, and a
reduction to funding equivalent to
reducing the sick leave rate from
0.65% to 0.0%.




Detailed 5-Year CEC History Continued

FISCAL
YEAR

FY 20

DHR RECOMMENDATION
DHR RECOMMENDED:

e Increasing the current salary
structure by at least 2% for FY20;

e Continuation of job classifications
on pay line exception;

e Budget at least a 3% merit-based
salary increase;

e  Maintain funding for the employer
cost of group insurance and
retirement benefits.
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EXECUTIVE BUDGET
RECOMMENDATION

THE GOVERNOR RECOMMENDED:

A 3% merit increase for
permanent state employees;

A 2% upwards shift of the
compensation schedule;
Continuation of jobs on pay line
exception;

Maintenance of the current
employee benefit structure,
specifically the employee and
employer contribution amounts.

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

The governor’s recommendation,
amending the 3% merit increase to
include a one-time annual increase
of $550 (not merit based) for all
permanent employees.

LEGISLATIVE ACTION

THE LEGISLATURE AUTHORIZED AND

FUNDED:

e A 2% merit increase for
permanent employees and a one-
time annual increase of $550 (not
merit-based) for all permanent
employees, totaling 3%;

e A 3% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

e Maintain the benefit funding at its
current level.




APPENDIX J: EQUAL PAY DATA

The following chart compares the State of Idaho’s current workforce against national and state averages.

The State’s full-time female workforce currently earns 92% of what the male workforce earns. This
earnings comparison is on a broad level and does not account for many factors that can be important in
explaining earnings differences, such as job skills and responsibilities, work experience, and specialization.

In 2021, females earned 83.1% of males nationwide and 81.3% in Idaho, according to the U.S. Bureau of
Labor Statistics.2®

WOMEN'S EARNINGS AS A PERCENTAGE OF MEN'S

State of Idaho Workforce (FY 23) 92.0%

United States (2021)

83.1%

70.0% 75.0% 80.0% 85.0% 90.0% 95.0%

DHR complies with Idaho Code §44-1702 and the federal Equal Pay Act (EPA) in its implementation of the

State’s compensation program aimed to address female employees being paid less than male employees
for carrying out equal work.

26 “Highlights of women’s earnings in 2021,” March 2023, U.S. Bureau of Labor Statistics: https://www.bls.gov/opub/reports/womens-
earnings/2021/
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APPENDIX K: SALARY SAVINGS

HISTORY OF SALARY SAVINGS

In January 2015, the Joint Legislative Oversight Committee (JLOC) asked the Office of Performance
Evaluations (OPE) to quantify the extent to which agencies use salary savings as a compensation tool. Their
report concluded the average estimated salary savings was 10.5% of total personnel appropriations for
fiscal years 2006-2014. The report also found that agencies have the discretion to award targeted
increases to employees; distribution of salary savings is inequitable based on variable turnover rates and
the lack of uniformity in the way agencies budget for personnel costs; agencies that adhere to their
budgets have little or no salary savings; and agencies cannot rely on salary savings for long-term planning.

The OPE report also provided several policy considerations, such as integration of statewide data systems
to more precisely monitor and measure salary savings; incorporating additional funds for overtime and
leave balance payouts in agency budgets; reviewing legislative intent in Idaho Code to ensure it aligns with
today’s legislative priorities; and additional funding strategies to address employee compensation needs.

During the 2021 Legislative Session, the Idaho Legislature passed Senate Bill 1051 amending Idaho Code
§67-5309C(2) to include a requirement for DHR to report on the total amount of salary savings realized in
the previous budget year and information regarding the dispensation of such funds, including but not
limited to the amount that was reverted back, any funds used for ongoing employee raises, funds used
for onetime employee stipends, and funds expended for any other purposes.

SOURCES OF SALARY SAVINGS

Salary savings provides a way to fund targeted employee compensation increases, especially in years when
the Legislature does not appropriate a change in employee compensation (CEC). In years where no CEC
was appropriated, on average, 11 percent of employees received ongoing salary increases for
performance or market reasons and less than 1 percent of employees received one-time pay increases.

e Variation in salary savings creates challenges for agencies when planning for personnel
expenditures. Because savings is heavily dependent on turnover and personnel appropriations,
agencies may generate and use a large amount of savings in one year, and in the next year, they
may generate none.

Salary savings are generated when an agency’s personnel expenditures are less than their personnel cost
(PC) appropriation for any given fiscal year. This can occur for several reasons, with the most common
cause being turnover.

e One-Time Salary Savings: generated during the time it takes to refill a position following a
separation.
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O Example: If takes 60 days to hire for a 5$20.00 an hour position, approximately 56,400 is
saved in one-time savings. Ongoing salary savings are generated when a position is filled at
a lower salary.
e Ongoing Salary Savings: generated when a position is filled at a lower salary.
O Example: If an employee retires earning $40.00 an hour and their successor is hired at
$30.00 an hour, the agency has generated $10.00 an hour in ongoing salary savings.

USES FOR SALARY SAVINGS

Salary Savings are an important tool that allows for flexibility during the fiscal year for unplanned expenses,
such as:

e Hiring temporary employees due to unplanned projects or high turnover/vacancy rates;

e Paying for vacation payouts and overtime expenses;

e Providing temporary pay increases or performance bonuses for employees taking on additional
responsibilities;

e Providing permanent merit increases to employees due to pay premiums in the market; and/or,

e Transferring to operating or capital outlay, as needed, to pay for expenses not otherwise budgeted
for.

Salary savings are primarily connected to turnover and personnel appropriation so agencies may vary
greatly in their ability to generate savings from one year to the next. While turnover can generate salary
savings, it can also cause the agency to incur unplanned expenditures with leave balance payouts, double
fills (when determined necessary), and recruitment costs. Not all agencies are equal in their ability to
generate salary savings.

FISCAL YEAR 2023 SALARY SAVINGS

To meet the requirements of Idaho Code §67-5309C(2), DHR worked with the State Controller’s Office
(SCO) to develop an overall report for agency personnel costs, expenditures, reversions, and savings.

During FY2023, the State appropriated $1.365 billion?’ in personnel costs (all fund sources) to agencies
for employees’ total compensation (base salary plus benefits). Of that, $1.24 billion was utilized for
personnel expenditures and $125 million was either transferred out of personnel (into operating or
capital outlay), reverted to its original fund source (general, dedicated or federal) or reappropriated. Of
the $1.365 billion total in personnel costs, $554 million (27%) were general funds and the rest were

27 The $1.365 billion in personnel costs does not include Higher Ed funds that go to the institutions and the Public Health Districts have been
excluded.
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federal or dedicated. Of the $554 million in general funds, $23 million were transferred to operating or
capital outlay and $10.4 million were reverted to the general fund.

Column M of the report is the total FY2024 CEC appropriation amount; Column N estimates the cost of
the FY2024 CEC implementation and any other pay increases; and Column O is the difference between
the two. Column O attempts to demonstrate where salary savings may have been generated or utilized
to implement CEC; however, there are several variables that could affect the totals, such as when an
agency implements their CEC, (some may do it early, some implement on the first pay period in July, and
others may implement later in the year). Other variables could include the amount of pay increase
amounts given throughout the year, such as for internal or external market pay equities, or a particular
agency may have several employees impacted by a Payline movement upwards.

The detailed report can be found here: https://dhr.idaho.gov/fy2023-salary-savings-report/

The Salary Savings Report provides a high-level overview of agency personnel appropriations and
expenditures. However, to fully understand an agency’s budget, it is recommended to consult directly
with the agency as there may be unaccounted for expenses in this report (such as if an agency used
personnel appropriations to hire temporary employees at a higher rate of pay than previously budgeted
for).

During Fiscal Year 2023, the State spent $48 million in unbudgeted expenses, including: overtime, vacation
pay outs, shift differential, on-call, regular hours held (law enforcement leave accrual payout), bonuses
and the June health/dental insurance premium holiday using salary savings.

For the FY2024 Change in Employee Compensation (CEC) implementation, state agencies were
encouraged by DHR prior to July 1, 2023, if they were budgetarily able to do so in anticipation of the
implementation of the State’s new Enterprise Resource Planning (ERP) system, Luma. The agencies listed
in Appendix H of this report were able to early-implement the FY2024 Change in Employee Compensation
(CEC) due to salary savings, which allowed state agency human resources and fiscal employees to focus
on the system implementation rather than data-entering pay increases at that time.
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