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EXECUTIVE SUMMARY

As Idaho’s private and public employers seek to attract and retain qualified and dedicated
employees, the State of Idaho (the “State”) must establish a competitive compensation plan to meet
state statutory requirements. Idaho’s robust economy finds private and other public sector
employers, including the State, competing to recruit and retain employees. The State has and
continues to seek employees with skill sets that foster good, efficient government. Good
government starts with employees who see their jobs as bettering both government and the private
sector to establish a positive business climate statewide.

The State’s compensation plan appears to have stabilized at 12% below market in both 2017 and
2018. This means the state is no longer losing ground relative to the market for total compensation.
The commitment of the Governor and the State Legislature to steadily increase total compensation
since the economic downturn has helped to maintain the state total compensation in many key
areas.!

Milliman, Inc. conducted the State of Idaho Custom Salary Survey (“Custom Survey”) for a second
consecutive year. The 2018 Custom Survey found that state employees’ actual salaries are
approximately “8% below the actual salaries in the market.”> The Korn Ferry 2018 Total
Compensation Report (“KF 2018 Report”) found the market deficit is 10.7% when compared with
the public sector and 12.4% when compared to the private sector.® During the 2018 Legislative
Session, Governor Otter and the Legislature increased the salary structure by 3%, approved payline
exceptions for job classifications for FY 2019, increased employee salaries by 3% based on the
State’s merit-based pay statutes, and maintained the State’s employee benefits package funding.

As seen in the October 2018 Idaho Economic Forecast 2018-2022,% the unemployment rate in
Idaho is at a record low of 2.7%. This statistic reveals an Idaho economy at or very near full
employment. The Executive and Legislative branches’ good governance has resulted in a thriving
state economy creating competition for qualified and effective workforces in all market sectors.
The healthy job market in Idaho continues to present challenges to state government which needs
skilled, experienced, and dedicated employees to properly undertake its government functions.

For the reasons set forth below, the Idaho Division of Human Resources (“DHR”) recommends
the following to the Governor and the Legislature: (a) increase the salary structure by 2% to
continue toward the market average; (b) continue current payline exceptions for those job
classifications which target specific recruitment and retention situations; (c) increase the merit-
based salary component by 3%; and (d) maintain the same funding levels and percentages for
employee benefits, which are a key component to the competitiveness of the State’s total
compensation.’

' Five Year Synopsis of State CEC Increases FY 15-19, Appendix B.
2 Milliman State of Idaho Custom Salary Survey, Appendix E.

3 KF 2018 Total Compensation Report, Appendix F.

4 Full report available at www.dfm.idaho.gov.

> Employee Reward Survey, Appendix C.
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PURPOSE OF REPORT

DHR conducts annual surveys and reports® to provide workforce data and total compensation
analysis to the Governor and the Legislature for their consideration. The CEC report provides
recommendations to the salary structure, specific occupational inequities, merit increases, and
employee benefit packages.

State Employee Compensation Philosophy — Idaho Code §67-5309A
Idaho Code sets forth the policy by which the State workforce is compensated as follows:

(1) It is hereby declared to be the intent of the Legislature of the State of Idaho that the goal of
a total compensation system for state employees shall be to fund a competitive employee
compensation and benefit package that will attract qualified applicants to the workforce; retain
employees who have a commitment to public service excellence; motivate employees to
maintain high standards of productivity; and reward employees for outstanding performance.

(2) The foundation for this philosophy recognizes that state government is a service enterprise
in which the state work force provides the most critical role for Idaho citizens. Maintaining a
competitive compensation system is an integral, necessary and expected cost of providing the
delivery of state services and is based on the following compensation standards:

(@ The state's overall compensation system, which includes both a salary and a benefit
component, when taken as a whole, shall be competitive with relevant labor market
averages.

(b) Advancement in pay shall be based on job performance and market changes.

() Pay for performance shall provide faster salary advancement for higher performers
based on a merit increase matrix developed by the Division of Human Resources.

(d All employees below the state's market average in a salary range who are meeting
expectations in the performance of their jobs shall move through the pay range toward
the market average.

(3) [Itis hereby declared to be legislative intent that regardless of specific budgetary conditions
from year to year, it is vital to fund necessary compensation adjustments each year to maintain
market competitiveness in the compensation system. In order to provide this funding commitment
in difficult fiscal conditions, it may be necessary to increase revenues, or to prioritize and
eliminate certain functions or programs in state government, or to reduce the overall number of
state employees in a given year, or any combination of such methods.

State Job Evaluations

The job evaluation process is a necessary component for objective salary survey participation and
analysis. Job evaluation review is a systematic way of determining the job classification’s value

6 §67-5309C Annual Surveys, Reports and Recommendations, Idaho Code, Appendix G.
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or worth in relation to other jobs in the organization. In job evaluation, the worth of a job is
calculated whereas in performance evaluation, the worth of an employee is rated. The process
objectively and accurately defines the duties, responsibilities, tasks, and authority levels of a job.
This approach aligns the functions of a job into the appropriate job classification and the related
pay grade within the State’s compensation structure and is comparable to other organizations
participating in salary surveys.

When DHR participates in salary surveys, the job comparisons are based on job classifications that
have a consistent set of responsibilities from one organization to another. These jobs are referred
to as “benchmark™ jobs. A benchmark job compares salaries and benefits to the same or very
similar job classification in other organizations to obtain the best data. It is critical the job
evaluation methodology applied is consistent and accepted nationally.

Compensation Plan

The Idaho Compensation Plan’ provides employee compensation guidance for the State. The plan
directs DHR to establish benchmark job classifications and pay grades by utilizing the Hay profile
method and market data. Department directors and agency heads are responsible for preparing
compensation plans which correlate with the agency budget to support the core mission of their
department. Advancement pay is based on employee performance levels. Evaluation of an
employee’s performance level shall be completed at least annually by the DHR approved process.
Neither cost of living adjustments nor longevity raises are contemplated in the State’s merit-based
compensation statute.

Compensation Structure

The State of Idaho’s compensation or “pay” structure establishes salary ranges for all job
classifications comparable to public and private employers. Idaho’s salary structure consists of 19
pay grades with minimum, policy, and maximum rates.® The breadth of pay grades allows for
variations in compensation due to market factors, experience, performance, job complexity, and
compensation philosophy within state agencies.

The policy rate within each pay range is intended to represent the “midpoint market average.”
Merit pay increases must consider an employee’s proximity to the policy rate. The policy rate
should reflect the market average and be adjusted periodically for the State’s salary structure to
keep pace with the external market. Adjustments within the market competitive salary structure
are requested to address external competitiveness and internal fairness. Idaho’s 2018 total
compensation analysis demonstrates that the current policy rates are no longer at the market
average but are 7.2% below the public sector and 21.6% below the private sector market average.
The 3% increases to the pay structure over the last two fiscal years have resulted in a positive move
closer to market average, particularly compared to the public sector.

7°867-5309B Idaho Compensation Plan, Idaho Code, Appendix J.
8 FY 2019 Salary Structure, Appendix L.
% §67-5309B Idaho Compensation Plan, Idaho Code, Appendix J.
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The State looks at the analysis of compa-ratio'® as a standard of measurement within the
compensation plans. Currently, full-time positions are funded at a fraction of compa-ratio
(depending on agency, the average is 80% of compa-ratio). By adjusting the policy rate closer to
the average market rate, compa-ratios would better reflect the compensation policy and the ability
for agencies to move employees closer to the average market rate. Since Idaho’s policy pay rate!!
is not at the market average, the State’s compa-ratio provides an outdated comparison to other state
jobs.

In October 2018, the classified statewide average compa-ratio remained at 88.9% with a weighted
average classified hourly pay rate of $22.73. In the previous year, October 2017, the classified
statewide average compa-ratio was also 88.9% with a weighted average classified hourly rate of
$21.87. The table below reflects classified employees weighted average wage, weighted average
policy pay rate, and the weighted average compa-ratio over the past five years. Because these
averages are assigned different weights based on incumbent numbers, it is not always possible to
accurately calculate the weighted average compa-ratio each year by dividing the average pay rate
by the average policy rate. This data is automatically calculated in an IBIS report utilizing payroll
data from the State Controller’s Office for classified employees only.

Fiscal Classified Weighted Average | Weighted Average | Weighted Average
Year Employees Pay Rate Policy Pay Rate Compa-Ratio
2018 12,931 $22.73 $25.39 88.9%

2017 13,069 $21.87 $24.41 88.9%
2016 13,080 $21.17 $23.51 89.6%
2015 12,930 $20.55 $23.46 87.1%

2014 12,888 $19.86 $23.37 85.0%

The higher weighted average pay rate in October 2018 reflects the positive impact of last year’s
merit increase and increase to the pay structure. This is a direct result of consistent employee
compensation increases recommended by the Governor and approved by the State Legislature.

Performance Management

The State of Idaho Compensation Philosophy'? calls for performance-based increases and
adjustments based on market changes. To better evaluate merit-based performance, DHR provides
statewide performance management training for supervisors as a component of the DHR
Supervisory Academy. A web-based employee evaluation system, [-PERFORM, is available
statewide for agency supervisors to create evaluations and track employee performance.
Performance is intended to be priority driven by the evaluation of accountability, goals, and
deliverables set jointly by the supervisor and the employee. The goals should be reviewed with
employees periodically throughout the year. The employee’s completed performance evaluation

10 “Compa-ratio” is the relationship between an employee’s salary and the policy pay rate of the job. See Glossary,
Appendix A.

11 “Policy” is the salary relative to the external labor market (public and private sector) as determined by salary
surveys of benchmark jobs.

12867-5309A State Employee Compensation Philosophy, Idaho Code (See pages 6-7 of this report where this statute
is quotes in its entirety).
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should also be discussed with the employee prior to finalization. DHR is working with state
agencies and supervisors to reinforce best practices in the compilation and delivery of performance
evaluations to ensure the evaluation accurately reflects employee performance.

State employees are rated on four statewide expectations established by the Governor: Promoting
Responsible Government, Professionalism, Customer Focus, and Leadership. The State uses four
levels of ratings within these expectations: Exemplary, Solid Sustained, Achieves, and Does Not
Achieve. Once the evaluation is reviewed and approved by the reviewer, supervisor and employee,
the required employee information is electronically submitted to the State Controller’s Office for
record retention. This transmission eliminates the need for manual data entry of this information,
minimizes errors, and provides expedient updated information to the employee’s performance
evaluation record. Although most state agencies have transitioned to -PERFORM, there are a few
agencies that have not made the transition. DHR continues to address the evaluation process with
those specific agencies while working toward full participation by all state agencies.

State Specific Occupational Inequity - Payline Exception Review

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 positions have been
identified as hard to fill and retain due to market salary deficits. Ensuring the State’s job evaluation
process is followed, DHR assists agencies in the analysis of hard to fill/ retain classifications which
promotes a statewide consistent approach. The positions on payline exception are reviewed
annually by DHR."

TOTAL COMPENSATION

Total compensation includes all forms of compensation and benefits. Cash compensation includes
base salary, while benefits include: medical; paid time off (vacation, sick, and holidays);
retirement; social security; life insurance; workers’ compensation insurance; and unemployment
insurance. 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.
For example, an employee earning the state average wage of $22.73 an hour has a total
compensation of $34.06 an hour (49.8% in addition to earned wages).!> An employee earning
$32.73 an hour has a total compensation of $46.09 an hour (40.8% in addition to earned wages).
In aggregate, Idaho’s actual pay mix is 57.1% salary and 42.9% benefits when compared to the
private sector (for a total remuneration lag of 13%) and a pay mix of 58.7% salary and 41.3%
benefits when compared to the public sector (for a total remuneration lag of 9%).

State employee benefits are managed by the Department of Administration, Office of Group
Insurance and retirement benefits are managed by the Public Employee Retirement System of

13 Payline Exception/Specific Occupational Inequities, Appendix K.

14 A Total Compensation analysis is provided for each employee by login through the State Controller Office’s
website at www.sco.idaho.gov. This report itemizes the “real-time” amount the State pays for each employee’s cash
compensation and benefits.

15 Sample State Employee Total Compensation Breakdown, Appendix M.
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Idaho (“PERSI”).

Office of Group Insurance

Health coverage, life insurance, disability, and other benefits for state employees are managed by
the Department of Administration, Office of Group Insurance. 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, universities
and colleges which include: medical and dental insurance; vision benefit; Employee Assistance
Program (“EAP”); basic and voluntary term life insurances; disability coverage, and; Flexible
Spending Accounts (“FSA”). For those employees who want additional life insurance coverages
for themselves and their families, Voluntary Term Life Insurance allows employees to purchase
1x, 2x or 3x their annual salaries’ worth of coverage as well as purchase spouse and child coverages
(maximums apply).

All employees of the Group Insurance program’s participating entities receive, as part of their
employment, employer-paid Basic Life Insurance for their eligible dependents as well as
Accidental Death and Dismemberment (“AD&D”) coverage. The Basic Life policy also includes
short and long-term disability which can provide a source of continuing income and/or continued
access to group insurance coverages for a period following a disabling illness or injury. In addition
to those employer-sponsored plans, employees may choose to participate in the medical and dental
insurance with the ability to have premiums deducted on a pre-tax basis, to purchase additional
voluntary term life insurance, or take part in flexible spending accounts.

Medical insurance is the most significant dollar value program from the Office of Group Insurance
with an FY 2019 projected cost of $303 million dollars covering over 47,000 lives. Premiums for
medical insurance are shared by the employer and the over 18,700 employees enrolled for
coverage. The employee’s share of medical premiums is based on the plan type and number of
eligible family members they enroll for coverage.

At enrollment, employees have the 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. The vast majority of all employees elect the PPO plan.

All benefit-eligible employees and their eligible dependents have access to the EAP which is
included in each medical plan to provide up to five (5) visits per person per plan year of
confidential, short-term counseling with no copayment required.

FSA is a tax-advantaged benefit that allows employees to pay for eligible Health Care (“HCFSA”)
or Day Care (“DCFSA”) expenses with pre-tax dollars. Employees do not have to be enrolled in
any other health benefit plan to participate in flexible spending.

The State has continued to maintain its grandfathered status under the Affordable Care Act and
shifted no additional costs to employees in FY 2019.
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Public Employee Retirement System of Idaho

State employees’ retirement benefit or pension plan is managed by PERSI. In 1963, PERSI was
created by the Idaho Legislature with funding effective July 1, 1965.

Since then, PERSI has provided a Defined Benefit (“DB”) plan'® designed to provide secure, long-
term retirement benefits for career public service employees. PERSI funds are separate from all
public monies or funds of the State.

Funding comes from three sources: contributions from employees, employers, and investment
income. As of June 30, 2018, there were 797 contributing employers with a total of 155,607
members. Additional information is illustrated in the chart below:

Cities and Counties: 199

Junior Colleges and Public Schools: 171 Public Employee
State Offices and Departments: 100 Retirement System of Idaho
Water and Irrigation Districts: 74 Average Active Member

Fire Districts: 70
Highway Districts: 59
Library Districts: 27
Cemetery: 18

Sewer: 11

Other: 68

Total Employers: 797 -

Age: 46
Annual Salary: $44,835

ested Terminated Members Years of Service: 9.9

sted Terminated Members

In addition to the DB plan, PERSI manages and separately accounts for the Choice 401 (k) Plan,
the Sick Leave Insurance Fund, the Firefighters’ Retirement Fund, and the Judges’ Retirement
Fund.

PERSI is directed by a five-member Retirement Board appointed by the Governor for staggered
five-year terms. The Board is responsible for overseeing the fund’s investment activities and
administrative activities (including approving PERSI’s annual budget), ensuring overall funds
stability, setting contribution rates, determining annual cost of living adjustments for retirees, and
approving proposed legislation.

16 Defined Benefit Plan is a type of pension plan in which an employer/sponsor promises a specified monthly benefit
on retirement that is predetermined by a formula based on the employee’s earnings history, and tenure of service and
age, rather than depending directly on individual investment returns.
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At the October 2018 Board meeting, the Chairman and Trustees approved the annual actuarial
valuation of the system for fiscal year 2018, which ended June 30, 2018.

The fund was valued at $17.4 billion, had an amortization period of 16.6 years, and a funding ratio
of 91.2%.

The funding ratio is the present value of the projected benefits earned by employees and is lower
than the 25-year maximum permitted under Idaho Code §59-1322 Employer Contributions—
Amounts—Rates-Amortization.!’

The contribution rate for PERSI general members was 6.79% and 11.32% for employers. Public
safety members’ contribution rate was 8.36% and 11.66% for employers.

PERSI reported to DHR that during October’s meeting, the Board, gave strong consideration to
postponing the contribution rate increase, but determined that it would be in the best interest of the
fund to allow the previously postponed rate increase to go into effect. The proposed 1% total
contribution rate increase for employers and employees will be implemented July 1, 2019.

The new contribution rates for general members will be 7.16% and 11.94% for employers. Public
safety members’ new contribution rate will be 8.81% and 12.28% for employers. The retirement
plan continues to be a significant component to the State employees’ total compensation.

Annual Salary Surveys

DHR participates in several annual salary surveys.'® These salary surveys provide the opportunity
to compare the State’s salary structure and actual salaries with comparator markets to assess the
State’s competitive position within relevant labor markets. Job classifications are reviewed and
compared to benchmark jobs! to determine how the similar jobs are represented through
comparative analyses. Survey data is shared among participants to better ensure objectivity and
consistency.

The State of Idaho participates in the following surveys for this report: Western Management
Group, Milliman Inc. (“Milliman”) Northwest Healthcare, Milliman Northwest Management
Professional, Milliman Northwest Technology, Northwest Milliman Engineering/ Scientific/
Project Management, Milliman Custom, and the National Compensation Association of State
Governments (“NCASG”). The goal is for surveys to be administered by objective and
experienced third parties to normalize questions regarding their conclusiveness.

Idaho was the host state for the 2018 NCASG Annual Conference. DHR hosted the conference in
Boise from September 30™ to October 3™. The conference provided a forum for compensation
professionals from member states to exchange information, professional expertise, and knowledge
related to the compensation of state government employees. Twenty-five (25) states were

17 §59-1322 Employer Contributions-Amounts-Rates-Amortization, Idaho Code, Appendix N.

18 §67-5309C Annual Surveys, Reports and Recommendations, Idaho Code, Appendix G.

19 “Benchmark job” is a job with a standard and consistent set of responsibilities from one organization to another
and for which data is available in valid and reliable salary surveys.
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represented at the conference. Compensation professionals from several Idaho state agencies also
attended. The conference agenda included panels and presentations from subject matter experts
(“SMEs”) from Idaho and other state governments. Keynote speakers included Economist John
Mitchell, former professor at Boise State University now residing in Northern Idaho, as well as
Samia Islam, Ph.D., Associate Professor of Economics at Boise State University.

Total Compensation Employee Opinion Survey

On behalf of Governor C.L. “Butch” Otter, 18,954 benefits-eligible state employees were invited
to participate in the State of Idaho’s Total Compensation Employee Benefits survey (“Employee
Survey”). The Office of the Governor, with support from DHR, partnered with Korn Ferry (“KF”),
an expert in total compensation analysis and strategy to develop a survey to solicit feedback from
state employees. The Employee Survey sought feedback on potential changes being discussed by
the Legislature’s Interim Committee on State Employee Group Insurance and Benefits (“Interim
Committee”) and how these changes may impact state employees’ healthcare benefits and overall
total compensation.

The Employee Survey was administered online and open for responses from Monday, August 27,
2018 to Wednesday, September 12, 2018. Over 65% or 12,354 state employees responded to the
survey. Overall, the feedback reflected a lack of desire among employees to change the mix of
rewards or the relative weighting of elements within their total compensation packages. Seventy-
six percent (76%) of employees were not interested in greater base pay salary at the cost of reduced
benefits. Employees also viewed any scenario that shifted away from base salary towards other
compensation elements with disfavor. The benefits ranked as “high priority” are:
medical/healthcare, Paid Time Off (“PTQO”), sick leave, and retirement benefits. Regardless of
tenure, pay grade, coverage tier (single or family) or branch of government, the top four highest
priority benefits are the same. The non-financial rewards ranked as “high priority” are good work
climate, job stability/security, and engaging in interesting and meaningful work.

Fifty-six percent (56%) of employees indicated they would be unlikely to select a High Deductible
Health Plan (“HDHP”) with a Health Savings Account (“HSA”) if the State made an annual
contribution to the HSA account of $500 for single coverage (52,000 deductible) and $1,000 for
family coverage ($4,000 deductible). In contrast, 15% of employees responded that they would
likely to select a HDHP.

Thirty-three percent (33%) of employees indicated they would be unlikely to select a regional
health plan with a narrow network of providers and hospitals for a lower monthly premium. In
contrast, 42% of employees responded that they would be likely to select a regional health plan
for a lower monthly premium.

Over 10,600 written comments were received which overwhelmingly indicated that employees
have a negative view of a significant increase to family health insurance premiums. Employees
used terms such as “financial burden” or “stress”, “hardship”, and “detrimental”. Several
employees (>1000) indicated they would look for other employment if such a change were
implemented, as benefits is a big part of why they work for the state. Additional comments
demonstrated that lower pay is generally accepted because of the better benefits. Highlights and

I3|/FY 2020 CEC Report



key findings of the Employee Survey?’ and the complete KF Total Rewards Diagnostic Employee
Report?! can be found in the appendix of this report. In addition to being included in the FY 2020
CEC report, these survey results will be presented to the appropriate legislative committees as
budgets and legislation are developed over the next year.

Milliman State of Idaho Custom Compensation Survey

During the 2017 Legislative session, the Change in Employee Compensation Committee and both
the Senate and House Commerce and Human Resources Committees were interested in having an
additional salary survey targeting Idaho employers. DHR engaged Milliman to conduct a custom
survey of a portion of the state’s benchmark positions to provide a local perspective on the
competitiveness of the state’s cash compensation during the fall of 2017. Those results reflected,
on average, that the state lagged the local labor market by 9%.

DHR partnered with Milliman for a second consecutive year in 2018 to conduct the same custom
survey to further provide a local perspective on the competitiveness of the State’s cash
compensation. The results of the 2018 Custom Survey reflected, on average, that the State is 92%
of the median for the surveyed jobs; in other words, state compensation, on average, is 8% below
the base salaries of the survey sample.??

The Custom Survey invited over one hundred organizations from both public and private sectors
to participate in the survey. Twenty-five (25) organizations, 64% of which were public employers,
participated. DHR desires to continue this survey annually to provide more Idaho salary
compensation data and to increase participation over time.

Because wage and income levels are different across the nation and even within local labor
markets, differentials that factor in economic variations are calculated and applied to data collected
from employers outside Idaho. Geographic adjustments were applied to all non-management jobs
from surrounding states to reflect the Idaho state market. Management jobs were not adjusted as
they are regionally recruited, and the local market data is relevant and appropriate to aggregate.
The chart below illustrates the geographical adjustments applied to non-management jobs in
surrounding states:

Geographic
State Adjustment
Montana +3%
Nevada -8%
Oregon -7%
Utah -4%
Washington | -11%
Wyoming -2%

The chart identifies the geographic adjustments made for each state based on cost of labor?. For

20 Employee Reward Survey, Appendix C.

2 KF Total Rewards Diagnostic Employee Report, Appendix D.

22 Milliman State of Idaho Custom Compensation Survey, Appendix E.

23 “Cost of labor” refers to the difference in pay or labor market for a job from one location to another.
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example, a non-management job in Montana reported at $30,000 would be compared to the job
match in Idaho as $30,900. A non-management job in Washington reported at $30,000 would be
compared to the job match in Idaho as $26,700.

Benchmark jobs were selected based on the following four factors: (1) market comparability: jobs
that are commonly found in other organizations that are being surveyed; (2) organizational
hierarchy: jobs that represent the full range of job size being included in the study, from the
smallest job to the largest; (3) employee representation: jobs that represent large numbers of
employees whenever possible; and (4) cross-functional representation: jobs that represent all of
the functions within the organization, from management to administrative and support positions.

Based on an analysis of the 2017 benchmark data conducted by DHR, the following classifications
were added to the 2018 Custom Survey: Building Superintendent; Carpenter; Plumber; Electrician;
Chemist, Senior; Forensic Scientist 3; Engineer, Technical 1; and IT Systems Security Analyst,
Senior. Six (6) classifications were removed for the 2018 Custom Survey due to insufficient data
received in 2017. A total of seventy-five (75) benchmark jobs were included in the Custom Survey
representing approximately 4,000 employees within state classifications.

Compensation information collected in the Custom Survey included: job title; level of match;
number of incumbents; FLSA status; average annual base pay; and salary range minimum/
maximum.

The Custom Survey also gathered additional information related to average base salary increases
and average pay structure increases over the last three years. The base salary percentages ranged
from 2.2% to 3.0% and the average increases in pay structures ranged from 1.9% to 1.8%.

Korn Ferry Total Compensation Report

DHR contracted with Korn Ferry (“KF”), a global HR consulting firm, to assess the State’s total
compensation. The total compensation study conducted by KF is comprehensive in scope, focused
broadly on the competitiveness of the State’s salaries and benefits relative to the private and public
sector based on a variety of published surveys.?* This approach provides a comprehensive
understanding of the State’s aggregate market position. Because the Milliman Custom Survey and
the KF total compensation study have different focuses, some differences are expected. These
differences are not an indication of deficiencies or inaccuracies in either study.

The KF analysis compared the value of the total compensation package provided to State
employees against similar workforce structures in other states and private companies.?> The
analysis included both the cost and the value of the total compensation (the plan design and
different elements provided to the employee) for state employees. This approach provides a
holistic view to determine if the State, as an employer, is competitive to the market. KF uses the
salary and market data results provided by DHR and Milliman combined with KF data.

When compared to the private sector, Idaho’s aggregate base salary market position has declined

24 KF 2018 Total Compensation Report, Appendix F.
2 IDAPA 15.04.01.070.04 (a-c) Compensation of Employees — Relevant Labor Market.
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by 1.7% from 2017 to 2018 to 25.6% below the market average. Idaho’s base salary policy rate is
21.6% below the market average, which is a 1.4% decline from last year. Below market salaries
impact the overall value of benefits, resulting in a total compensation market position that is 12.4%
below the market average, which is a decline of 0.2% compared to last year.

When compared to the public sector, Idaho’s aggregate base salary market position has improved
by 1.2% from 2017 to 2018 which is 12.9% below the market average. Idaho’s base salary policy
rate is 7.2% below the market average, which is a 2.7% improvement from last year. Idaho’s total
compensation market position is 10.7% below the market average, which is an improvement of
0.2% compared to last year. Idaho’s salary market competitiveness in 2017 and 2018 is illustrated
by the following chart:

Idaho vs. Private Sector Idaho vs. Public Sector Idaho vs. Custom Survey

Market Average Market Average Market Median
2017 . 2018 2017 . 2018 2017 . 2018
Actual Base Salaries -23.9% -25.6% -14.1% -12.9% -9.0% -8.7%
Base Salary Policy -20.2% -21.6% -9.9% -1.2% N/A N/A

When compared to the private sector, Idaho’s benefits market competitiveness has declined by
1.5% from 2017 to 2018 at 7.3% above the market average. When compared to the public sector,
Idaho’s benefits market competitiveness has lost some ground with a decline of 1.1% from 2017
to 2018 which is 9.6% below the market average. A summary of the State’s market
competitiveness in 2017 and 2018 is illustrated by the following chart:

State of Idaho vs. State of Idaho vs.
Pay Component Private Sector Market Public Sector Market
2017 2018 2017 2018
Salary -23.9% -25.6% -14.1% -12.9%
Benefits 8.8% 7.3% -8.5% -9.6%
Total Compensation -12.2% -12.4% -10.9% -10.7%

The total compensation market analysis shows the state is losing less ground relative to the market
because annual salary and structure increases have been approved and implemented in recent fiscal
years. These increases should continue at the same or higher level than previous years. KF’s 2018
salary planning guide continues to show salary structure increases of 2% at the median and merit
increase budgets of 3%.
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WORKFORCE DEMOGRAPHICS

The State workforce consists of 25,5412 employees: 12,912 classified and 12,629 non-classified.?’
A classified employee is any person appointed to or holding a position in any department of the
State and that is subject to the provisions of the merit examination, selection, retention, promotion,
and dismissal requirements of Title 67, Chapter 53, Idaho Code. Non-classified employees are
defined by Title 67, Chapter 53, Idaho Code Section 67-5303.2% The State’s workforce is present
in every county in the state.?

Workforce by Age

The average age of the State’s total workforce (both classified and non-classified) is 45, with 5.5%
aged 15 to 24; 66.5% aged 25 to 54; and 28% aged 55 and older. The chart below illustrates the
State’s total workforce in further increments sorted by highest population to lowest:

*Age Group Percentage of Total Workforce
50 - 59 23.9%
40 - 49 23.6%
30-39 22.1%
20-29 14.0%
60 - 69 13.8%
70-79 1.8%
15-19 0.7%
80 - 88 0.1%

* sorted by highest population to lowest

In comparison, the average age of the State’s classified workforce is also 45, with 3.1% aged 15
to 24; 69.6% aged 25 to 54; and 27.2% aged 55 and older. The classified workforce by age also
mirrors the total workforce’s incremental makeup, except for increments 20 to 29 and 60 to 69,
which swap positions. The chart below illustrates the State’s classified workforce in further
increments sorted by highest population to lowest:

*Age Group | Percentage of Classified Workforce
50 - 59 26.6%
40-49 24.7%
30-39 23.1%
60 - 69 12.9%
20-29 12.0%
70-179 0.5%
15-19 0.2%
80 - 88 0.01%

* sorted by highest population to lowest

26 Figures fluctuate throughout the year.

27 List of Classified and Non-Classified Agencies, Appendix H.

28 §67-5303 Application to State Employees, Idaho Code, Appendix 1.
2 Workforce Demographics by County, Appendix O.
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Workforce by Gender

According to the United States (“U.S.”) Bureau of Labor Statistics (“BLS”), 54.6% of women and
66% of men were employed within the civilian labor force across the United States in 2017.

The State’s total workforce is comprised of 50.8% female and 49.2% male employees. While the
State’s classified workforce is 51.3% female and 48.7% male. The following charts represent the
breakdown by pay grades for both female and male employees (total and classified workforces):

TOTAL WORKFORCE CLASSIFIED WORKFORCE
Pay Grade Female Male Pay Grade Female Male

Non-Classified 49.70% 51.31% E 1.10% 2.10%
E 0.61% 1.01% F 1.90% 1.29%
F 0.99% 0.61% G 7.85% 2.97%
G 4.21% 1.59% H 15.21% 7.33%
H 7.72% 4.02% I 17.42% 16.37%
| 8.49% 7.80% J 12.89% 15.11%
J 6.38% 7.27% K 10.87% 13.22%
K 5.49% 6.28% L 16.52% 17.19%
L 8.29% 8.27% M 10.11% 13.84%
M 4.91% 6.57% N 3.68% 5.79%
N 1.90% 2.87% (0] 1.31% 2.50%
(0] 0.69% 1.20% P 1.06% 2.00%
P 0.54% 1.01% Q 0.03% 0.21%
Q 0.04% 0.12% R 0.02% 0.03%
R 0.02% 0.04% v 0.05% 0.05%
A% 0.03% 0.03%

Within the State’s classified workforce, 15 pay grades are currently utilized. The following chart
shows those 15 pay grades grouped into three equal sets of five:

Pay Grades | Female | Male
E,F,G, H,I | 43.5% | 30.1%
LK, L,M,N | 54.1% | 652%
O,P,Q RV | 25% 4.8%
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Workforce by Race

The State’s total workforce is comprised of 84% White (not of Hispanic Origin); 8% American
Indian Or Alaskan Native; 5% Hispanic; 2% Asian Or Pacific Islanders; and 1% Black (not of
Hispanic Origin).

According to the U.S. BLS, the labor force across the United States in 2017 was comprised of 78%
White (not of Hispanic Origin); 13% Black (not of Hispanic Origin); 6% Asian; 1% American
Indian Or Alaskan Native; less than 1% Native Hawaiians and Other Pacific Islanders; and people
of two or more races made up 2% of the labor force.

Workforce by Veteran Status

The State’s total workforce is comprised of 1,861 veterans, which is 7% of the total workforce. Of
the 7%, 6% are male and 1% are female.

Workforce by Generation

According to the U.S. BLS 2016, five generations are in the U.S. workforce: Traditionalists, Baby
Boomers, Generation X, Millennials, and Generation Z. Although earlier predictions indicated
Millennials will dominate the workforce of the future, the generation after the Millennials,
Generation Z, made up 25% of the U.S. population, making them a larger cohort than the Baby
Boomers or Millennials.*

As depicted in the chart below, the total workforce of the State of Idaho reflects 1.24%
Traditionalists (born 1933 - 1946); 29.14% Baby Boomers (born 1947 - 1964); 35.27% Generation
X (born 1965 - 1979); 34.29% Millennials (born 1980 - 2000); and 0.06% Generation Z (born
2001 - 2015).
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While Generation X continues to be the largest generation of the State’s workforce, Millennials
experienced the largest growth from 2017 to 2018 (within total workforce). When comparing
Idaho’s generational workforce from 2017 to 2018, there is a 0.63% decline in Traditionalists, a
2.9% decline in Baby Boomers, a 0.18% decline in Generation X, a 3.67% increase in Millennials,
and a 0.04% increase in Generation Z.

30«7 Things Employers Should Know About the Gen Z Workforce,” Forbes 2015.
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When considering the State’s classified workforce only, Generation X is still the largest generation
at 37.65% and experienced the largest growth from 2017 to 2018 with an increase of 2.2%. The
classified workforce reflects 0.27% Traditionalists; 29.64% Baby Boomers; 37.65% Generation
X; 32.44% Millennials; and 0% Generation Z.

Understanding the generational workforce is essential to recruiting, managing, and retaining state
employees. The generations are defined by a common culture and are shaped by important events
that have had an impact on society during an individual’s formative years. Consideration of what
motivates the generational groupings is important when discussing retention of employees. The
top motivators for each group are similar: (1) compensation/pay, (2) flexibility to balance work
and life issues, and (3) the overall benefits package.®!

Workforce Turnover

Based on the separation codes entered by state agencies when processing an employee’s final
paperwork into the State Controller’s Office - Employee Information System (“EIS”), the top three
reason codes for the total workforce leaving state employment were (excluding temporary
appointments): Personal 46%, Retirement 17%, and Transfer to Other Agency 12%. EIS codes do
not include a “pay” reason code for leaving state employment.*? Of the total workforce turnover,
43% were Millennials, 29% were Baby Boomers, 27% were Generation X, 1% were
Traditionalists, and 0% were Generation Z.

In FY 2018, the State experienced a 15.1% turnover rate*® of classified employees: 7.8% voluntary
separations;** 4.1% involuntary separations;* and 3.1% retirements.*® 1,964 classified employees
“exited” state employment, a slight decline from 1,988 in FY 2017. Of the 1,964 exiting
employees, 405 retired (including 10 medical retirements), 1,016 were voluntary exits, 538 were
involuntary (including 46 dismissals), and five (5) military separations. Based on the exit code
entered, the top three reasons classified employees left state employment were: personal 44%,
retirement 20% and private sector job 9.6%. Of the 1,964 classified employees who separated state
employment, 41% were Millennials, 31% were Baby Boomers, 27% were Generation X, 1% were
Traditionalists, and 0% were Generation Z. For FY 2018 classified turnover by pay grade, see
appendix Q.

Employee Exit Survey Results

When an employee voluntarily leaves state employment, they have the option of completing an
online exit survey. This survey is available to the total workforce (classified and non-classified
employees). 201 separating employees (63% classified / 37% non-classified) responded to the
voluntary exit survey request. Of the respondents, 26% indicated they were retiring. When asked

31 Society for Human Resources Management (“SHRM”), 2017; Employee Job Satisfaction and Engagement: The
Doors of Opportunity are Open.

32 Classified Turnover by Separation Code, Appendix P.

33 Classified Employees Total Separations by Agency FY 14-18, Appendix R.

34 Classified Employees Voluntary Separations by Agency FY 14-18, Appendix S.

3% Classified Employees Involuntary Separations by Agency FY 14-18, Appendix T.

36 Classified Retirement Turnover by Agency, Appendix U.
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what led respondents to seek other employment, the top three responses given were: (1) pay 24%;
(2) career opportunities 15%, and (3) management 13%. DHR requests agencies to provide their
exit survey results to DHR for this report.

Retirement Projections

In FY 2018, 522 state employees retired which represents 2% of the State’s total workforce. The
retirement projections for the next nine years represent 10% of the workforce.?’

The State’s classified workforce saw 405 retirements which represent 3% of the State’s workforce.
The retirement projections for classified employees for the next nine years represent 19% of the
workforce, with 8% of the workforce eligible to retire in less than five years and 11% eligible to
retire in five to nine years. DHR is encouraging state agencies to undertake succession planning
for the many expected vacant positions to be filled by qualified internal applicants, as
appropriate.*

New Hires
Seven thousand, five hundred thirteen (7,513) new hires were made by the State during FY 2018
statewide, including temporary and higher education employees, with an average age of 36.

During FY 2018, 1,846 new classified employees were hired, with an average age of 38.5. The
following chart shows new hires by occupational groups:

Occupational Group Count of Percent of New
Description Employee Age Hires
Administrative 433 38.9 23%
Protective Services 233 31.1 13%
Health Care - Services 211 36.3 11%
Professional Services 208 40.8 11%
Labor Trades and Crafts 201 393 11%
Engineering 121 36.9 7%
Nurses 108 40.6 6%
Para-Professional Sub Group 103 37.8 6%
Science/Environmental 85 34.2 5%
Information Technology 71 39.7 4%
Finance and Accounting 64 39.6 3%
Management Sub Group 8 45.0 0%
Health Care - Medical 2 40.0 0%
Overall - Calculated 1,846 38.5 100%

37 Total Retirement Forecast by Agency Calendar Years 2018-2048, Appendix W.
38 Classified Retirement Forecasts by Agency Calendar Years 2018-2048, Appendix V.
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As a comparison, the chart below shows FY 2018 classified turnover and average age by
occupational group:

Occupational Group Count of Percent of

Description Employee Age Turnover
Administrative 385 46.6 19.6%
Protective Services 325 34.5 16.5%
Professional Services 263 48.7 13.4%
Health Care - Services 205 40.0 10.4%
Labor Trades and Crafts 203 46.8 10.3%
Para-Professional Sub Group 133 42.8 6.8%
Nurses 119 43.6 6.1%
Engineering 94 50.5 4.8%
Finance and Accounting 94 49.5 4.8%
Information Technology 81 49.0 4.1%
Science/Environmental 44 48.0 2.2%
Management Sub Group 17 56.4 0.9%
Health Care - Medical 1 45.0 0.1%
Overall - Calculated 1,964 44.3 100%

DHR INITIATIVES

Information Technology Classification Project

DHR is pleased to announce the December 2018 implementation of a new Information Technology
(“IT”) classification structure developed in partnership with a committee of several agency IT
Administrators and HR SMEs based on an IT study conducted by Korn Ferry (“KF”). As a result
of the KF IT study, classification framework and role summaries for each job family and level
were developed. IT employee and supervisor position description questionnaires (“PDQs”) were
analyzed and mapped to the new framework. IT classifications will now better reflect modern IT
job functions, employees will have more appropriate job titles with career paths supporting
professional growth and advanced technical levels. The committee also identified the need for two
new IT job families: Information Management and Architecture. These new job families will be
available to agencies, as well as a new Data Scientist class.

This project strictly addresses classification only. No salary increases, or decreases will occur as a
result of this project. All employees will be laterally transferred to their mapped position by their
respective agencies effective December 10, 2018.

Certified Public Manager® Program

The Certified Public Manager® Program (“CPM®?”) is a nationally accredited, comprehensive
management development program specifically designed to prepare managers for their careers in
state government. Applicants are selected by their respective agencies to participate in the two-
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year program. The curriculum consists of five levels: Managing Self, Managing Others, Managing
in the Public Sector, Managing for Organizational Success, and Managing for Change. The State’s
CPM® program began in 1999. As of December 2017, 539 employees have graduated from the
program to become Certified Public Managers. Many agency directors, executive staff and
supervisors are CPM® graduates, demonstrating the success of the program. There are 84
participants in the current track which is scheduled to graduate in October 2019.

Supervisory Academy Program

DHR offers a three-day Supervisory Academy for all state agency supervisors. This training
provides education and information in eight areas of supervision: Understanding the Generations,
Setting Expectations, Development Planning, Coaching and Feedback, Motivation, Documenting
Performance, Progressive Discipline, Writing and Delivering the Performance Evaluation and
training on the State’s Performance Evaluation System: [-PERFORM. The Supervisory Academy
is accepted as a pre-requisite for the CPM program. The Supervisory Academy three-day cohort
began in 2016 and has trained over 685 state employees to date.

DHR Forums and Respectful Workplace Training

At least three times a year, DHR conducts statewide HR training forums for agencies, providing
discussion and information on human resources management, best practices, relevant law, and
policy. During FY 2018, some forum topics included: Active Shooter in the Workplace; Health
Matters; Human Rights Commission; E-Verify Compliance Update; PERSI: Past, Present &
Future; Office of Group Insurance Update; ADA Interactive Process and its Relationship with
FMLA; Making Safety & Security a System Priority; Conducting Investigations; and, Respectful
Workplace.

In conjunction with human resources’ best practices, advice, policies and related assistance, DHR
also offers agencies assistance with workplace investigations, problem solving, and mediation.

DHR Training and Related Services

Respectful Workplace provides instruction on how to avoid unlawful discrimination, harassment,
and retaliation in the workplace. Crucial Conversations® is a powerful, seven-step approach to
handling difficult conversations with confidence and skill. Crucial Accountability® offers tools
for resolving violated expectations, broken commitments, and poor behavior. Getting Things
Done® is a time management method that provides organization methods for increased
productivity.

DHR offers training to state agencies and employees in the following areas: Supervisory Academy;
Respectful Workplace; Crucial Conversations®; Crucial Accountability®; Getting Things
Done®; Generations; Calibrations (for Performance Evaluations); [-PERFORM (performance
evaluation system); Specialty HR related matters; Applicant Tracking System; and Board
trainings.
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Cybersecurity Training

Executive Order No. 2017-02 directed DHR, in conjunction with all executive branch agencies, to
compile and review cybersecurity curriculum for mandatory education and training of state
employees. During the 2017 Legislative session, DHR received funding for an online training
program. Working in conjunction with the State’s Office of IT Security and Department of
Administration, DHR contracted with Network Consulting Services for the KnowBe4 training
platform. DHR created accounts, assigned four mandatory training modules (Email Spoofing,
Creating Strong Passwords, Mobile Device Security, and Ransomware), and tracked training
completion. More than 20,000 state employees have completed the mandatory training since
deployment in February 2018. The next statewide deployment is anticipated for February 2019.

Applicant Tracking System

During the 2017 Legislative session, DHR received funding approval to procure a new Applicant
Tracking System (“ATS”’) which operates the State’s online recruitment system for its approximate
25,000-person workforce. This system is used by applicants and state agencies. Agencies use the
system to announce, accept applications, test, and obtain hiring lists for position openings.
NEOGOV was the successful bidder for the new system. DHR is in the process of building the
State of Idaho’s NEOGOV platform and is partnering with all agencies to migrate necessary data
from the outdated ATS to NEOGOV. NEOGOV is scheduled to go live for state recruitment
December 10, 2018.

Health Matters Wellness Program

The Health Matters State Employee Wellness Program is managed through DHR. All state
employees are welcome and encouraged to participate in Health Matters programming, regardless
of their enrollment in state-sponsored benefits. Over 30 in-person speaking and engagement events
have been conducted in FY 19 so far. Health Matters has seen a 55% increase in wellness challenge
participation between July and October 2018.

Health Matters is managed by one Health Program Specialist, Senior statewide. The program
utilizes designated wellness contacts within state agencies to help disseminate program
information, promote resources and opportunities, and build a culture of well-being within their
individual agencies. Over the last 10 months, Health Matters has undergone a rebrand and website
design. The updated mission and vision are as follows:

The mission of Health Matters is to cultivate well-being for State of Idaho Employees.
The vision of Health Matters is to develop a healthy, resilient, and productive workforce
to serve the citizens of the State of Idaho.
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Research indicates that participation in wellness programming improves when managers are
actively engaged and supportive of such initiatives.>* A healthy workforce is a productive
workforce. An employee’s well-being is multi-faceted and includes physical, mental,
interpersonal, and occupational health.** Health Matters aims to address all areas of employee
well-being with the following communication platforms and program offerings:

Health Matters Website: The primary platform for Health Matters communications and
resources. https://healthmatters.idaho.gov

Bi-monthly eNewsletter: Electronic newsletter distributed to employees via email on the
first and 15" of each month. Includes information on monthly health topics, regional
events, wellness challenges, practical health tips, and healthy recipes.
https://healthmatters.idaho.gov/eNewsletter.html

Choose Health Matters Blog: Health and wellness blog featuring monthly posts on a
variety of topics from subject matter experts from around the State.
https://choosehealthmatters.com

Facebook Page: Social media platform used to share events, tips, motivation, and health
news.

Wellness Challenges: Incentive challenges designed around specific topics to motivate
participants to eat healthier, move more, and manage stress.

Lunch & Learns: Health presentations and learning opportunities designed to fit within a
lunch hour.

On-Site Clinics: On-site opportunities for employees to conveniently access preventative
services, such as flu shot clinics.

Targeted Department Wellness Initiatives: Individualized support for state agencies to
develop action plans for evidence-based wellness initiatives.

39

“From Gatekeeper to Multiplier: Give Managers a Role in Wellness Plans,” Society for Human Resource Management, 2018.

40 “The Business Benefits of a Healthy Workforce,” Harvard School of Public Health, 2015.
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DHR RECOMMENDATIONS FOR FY 2020

Pursuant to Idaho Code §67-5309C, DHR must include recommendations on the following
components: salary structure adjustment, specific occupational inequity (payline exception), merit
pay increase, and employee benefit packages. DHR recommendations are as follows:

a) Salary Structure Adjustment: To more accurately align with the job market, DHR
recommends at least a 2% increase to the pay structure. This increase would move the policy rate
closer to the average market rate as outlined in statute and the overall structure increase would
keep the integrity of the current pay structure of 70% to 125%.

The estimated fiscal impact of this 2% change is $151,000 which is the cost to bring 231 employees
up to the new minimum of the salary ranges.

As a comparison, the estimated fiscal impact of a 1% change is $66,000 to bring 194 employees
to the new minimum and a 3% change is $251,000 to bring 280 employees up to the new minimum
of the salary ranges. Additionally, the estimated fiscal impact of a 4% change is $412,000 to bring
534 employees to the new minimum of the salary ranges. All estimated fiscal impacts include
variable benefits. The following chart summarizes the impact of the salary structure adjustments:

1%
194 Employees / 18 Agencies
$66,000

2%
231 Employees / 21 Agencies
$151,000

3%
280 Employees / 24 Agencies
$251,000

4%
534 Employees / 27 Agencies
$412,000

b) Specific _Occupational Inequity/Pavline Exception Component: DHR

recommends continuing with the job classifications that are currently on payline exception to
address specific recruitment and retention issues. The total of salaries over the pay grade maximum
is $815,943. All salaries related to the classifications on payline exception are covered in agency
budgets. No additional appropriation is necessary.
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c) Merit Increase Component: DHR recommends at least a 3% increase for the salary
component of state employee compensation administered in accordance with the State’s merit-
based pay system. This increase is an appropriate step to keep pace with the current job market.
The recommended 3% increase would cost the general fund approximately $20,165,400 and
approximately $23,796,600 in other funds, for a total of $43,962,000. As a comparison, the
estimated fiscal impact of a 2% increase is $29,308,000, a 4% increase is $58,616,000 and a 5%
increase is $73,270,000. The following chart summarizes the impact of the merit increases:

2%
General Fund: $13,443,600
Total of All Funds: $29,308,000

3%
General Fund: $20,165,400
Total of All Funds: $43,962,000

4%
General Fund: $26,887,200
Total of All Funds: $58,616,000

5%
General Fund: $33,609,000
Total of All Funds: $73,270,000

d) Emplovee Benefit Package: The State’s employee benefit package continues to be a
key component of the State’s total compensation package for employees. DHR recommends that
the State maintain the same funding levels and percentage contributions for employee benefits.

27/FY 2020 CEC Report



Appendix A — Glossary

Compa-ratio:
The relationship between an employee’s salary and the policy pay rate (market) of the job. For example:

If an employee in pay grade K earns $21.22 per hour, and the policy pay rate (market) for pay grade K is
$24.65, the compa-ratio is 86% (hourly rate divided by policy rate equals compa-ratio).

Classified Employee:

Any person appointed to or holding a position in any department of the State of Idaho and subject to the
provisions of the merit examination, selection, retention, promotion and dismissal requirements of Idaho
Code, Title 67, Chapter 53.

Job Classification:
A group of positions performing similar work that is in the same pay grade.

Maximum Pay Rate:
Highest allowable salary of the pay grade.

Minimum Pay Rate:
Lowest allowable salary of the pay grade.

Non-classified Employee:

Any person appointed to or holding a position in any department of the State of Idaho and is exempt from
Idaho Code, Title 67, Chapter 53 (merit examination, selection, retention, promotion and dismissal
requirements) but subject to Idaho Code, Title 59, Chapter 16.

Pay Grade:
Alphabetical indicator of pay range assigned to each job classification.

Payline Exception:
A temporary assignment of a higher pay grade to a classification to address market related recruitment or
retention issues.

Pay Range:
The span between the minimum and maximum salaries.

Policy Pay Rate:
The salary relative to the external labor market as determined by salary surveys of similar jobs.

Salary Structure:
A chart listing the 19 pay grades and associated pay ranges (See Appendix L).

Salary Survey:
Survey conducted with private and public employers to determine pay levels for specific jobs.

Specific Occupational Inequity:
See Payline Exception.

Temporary Employee:
A non-classified employee limited to working no more than one thousand three hundred eighty-five
(1,385) hours during a twelve-month period for any one agency (Ref. Idaho Code §67-5302(33)).
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Appendix B — Five Year Synopsis of State CEC Increases FY 15-19

Fiscal
Year

FY
19

FY
18

FY
17

FY
16

FY
15

DHR
Recommendation

DHR recommended increasing
the current salary structure by at
least 3% for FY19, continuation
of job classifications on pay line
exception. Budget at least a 3%
merit-based salary increase. State
to maintain funding for the
employer cost of group insurance
and retirement benefits.

DHR recommended to increase
the current salary structure by at
least 3% for FY18, continuation
of job classifications on pay line
exception. Budget at least a 3%
merit-based salary increase. State
to maintain funding for the
employer cost of group insurance
and retirement benefits.

DHR recommended maintaining
the current salary structure for
FY17, continuation of job
classifications ~ on  payline
exception. Budget a 3% merit-
based salary increase. State to
maintain  funding for the
employer cost of group insurance
benefits.

Maintain the current salary
structure  for FY16. DHR
recommends continuation of job
classifications  on  payline
exception. Budget a 3% merit-
based salary increase. State to
fund the estimated increase in the
cost of group insurance benefits.

Maintain the current salary
structure for FY15 and focus
resources on  compensation
issues such as salary
compression, salary inequities,
recruitment of skilled applicants,
and retention of high performing
employees. Budget a 2% merit-
based salary increase.

Executive Budget
Recommendation

The Governor recommended a 3% merit
increase for permanent state employees, a 3%
upwards shift of the compensation schedule,
maintain benefits package and a two-month
premium holiday. The Legislature’s Joint
CEC  Committee  recommended  the
Governor’s recommendation, including the
benefits package, but there would be no two-
month premium holiday.

The Governor recommended a 3% merit
increase for permanent state employees and a
3% upwards shift of the compensation
schedule. The Legislature’s Joint CEC
Committee also recommended a 3% ongoing
merit-based increase, 3% upwards shift of the
compensation schedule and funding the
increased cost of health insurance premiums
for FY18. The recommendation included a
reduction to the health insurance benefit from
thirty to six months for employees on
disability status.

The Governor recommended a 3% merit
increase for permanent state employees and
the Legislature’s Joint CEC Committee also
recommended a 3% ongoing merit-based
increase, not including an increase for group
and temporary positions. 3% increase for
judges and other appointed officials which
will require statutory changes. Recommended
funding for a 9.3% increase for the cost of
employer paid health insurance.

The Governor recommended a 3% salary
increase for permanent state employees and
the Legislature’s Joint CEC Committee also
recommended a 3% ongoing merit-based
increase, to be distributed at the discretion of
each agency head. The Committee also
directed Human Resources to change the
minimum amounts on the classified pay
schedule from 68% of policy to 70% of policy.
JFAC funded the recommendations.

No increase in funding for employee
compensation. Fund personnel benefit cost
adjustments. The Legislature's Joint CEC
Committee recommended: Fund an overall
2% increase for state employees — 1% ongoing
and 1% one-time, based on merit.

Legislative Action

The Legislature authorized and funded
a 3% merit increase for permanent
employees to be distributed at the
discretion of agency heads. A 3%
upwards shift of the compensation
schedule was approved. Maintaining
funding for health insurance benefits,
including a two-month premium
holiday, was approved.

The Legislature authorized and funded
a 3% merit increase for permanent
employees to be distributed at the
discretion of agency heads. A 3%
upwards shift of the compensation
schedule was approved. Judges salary
increased by 4.8%. Funding of the
increased cost of health insurance
premiums was approved.

The Legislature authorized and funded
a 3% merit increase for permanent
employees to be distributed at the
discretion of agency heads. Costs to
cover the 27th payroll that will occur
in FY17 and costs to cover benefit cost
increases.

The Legislature authorized and funded
a 3% increase in the annual salary for
appointed officials, as well. The salary
for each of the three public utilities
commissioners, four tax
commissioners, and three industrial
commissioners ~ was  statutorily
increased by 3%. Employer health
insurance premiums will increase
$650 per employee (a 6% increase
over FY15). The increase is paid by
the employer only.

Adopted the Legislature's Joint CEC
Committee recommendations. The
Legislature continues to strongly
encourage the use of salary savings to
compensate employees. Approved
adjusting the pay structure upwards by
1%. The Legislature funded a 15.9%
increase in the employer cost of health
insurance.
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Appendix C — Korn Ferry Employee Reward Survey Results

STATE OF IDAHO

Employee Reward
Survey Results

October 2018

(‘? KORN FERRY’
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Total Rewards Preferences Survey

= To understand employee needs and preferences for total rewards, KF conducted a survey of the
State of Idaho employee population on behalf of the State:

- The survey was undertaken by the Governor’s Office in response to the Legislative Interim
Committee’s review of employee benefits to ensure employees had the opportunity to share
their feedback about the State’s total compensation

- The survey design followed well-researched and validated survey methodology that requires
people to actively make prioritization choices so that the resulting data are actionable by
management

= 18,954 employees were invited to participate in the survey. 12,354 employees responded (65%)
= This survey solicited employee input on topics such as:

Understanding of reward programs

Perception of faimess and competitiveness of reward programs

Views on tradeoffs or changes in weighting of the reward elements

Relative importance of individual benefits and non-financial reward offerings

Views on specific health care issues including plan design, provider network, and premium
costs

= Highlights and key findings of the survey are provided on the following pages
= All content provided in this summary represents the organization in aggregate

- Additional “cuts” of data by grade level, tenure, coverage tier (single or family) and other
demographics are included in the results package provided to the ldaho DHR team

~
("4 © 2018 Kom Femy. All nghts reserved 2
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Total Rewards Preferences Survey - Participation

12,354 participated in the survey, as noted previously

= The survey, in aggregate, had a 65% response rate

= This rate of participation is quite strong for an organization the size of the State
= The table below provide participation rates among key demographics

Employee group completed
Executive 66%
Legislative 39%
Judicial 49%
0-3years 58%
4-5years 66%
6- 10years 68%
11- 15years 70%
16 - 20years 69%
21+ years 69%
Employee 62%
Emp + Spouse 68%
Emp + Children 69%
Emp + Spouse + Children 69%
Declined 50%

=

© 2018 Kom Ferry. All nghts reserved 3
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Fair and Competitive Rewards - Pay

* The majority of employees responded favorably that they understand pay policies and practices
that impact them (75%)

* Only 33% of respondents consider themselves to be paid fairly for the work they do

* We see the response drop to 27% when asked how individuals perceive their pay stacks up
against other organizations in the market

Q: | have a good understanding Q: | believe | am paid fairly Q: | believe my pay is fair
of our pay policies and practices for what | do compared to other orgs

(| Fi Il Agree/Favorable ] Neutral Disagree/Unfavorable
< © 2018 Kom Ferry. Al rights reserved 4
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Fair and Competitive Rewards - Benefits

= Similar to our findings for compensation, benefits programs are reported to be well understood by
employees (79%)

= Similarly, most employees (77%) report that the organization’s benefits meet their needs

* There is a slight dip in the favorable response on perceptions of competitiveness of those benefits
(66%), but demonstrates that employees understand the value delivered by the State relative to

other organizations

Q: I have a good understanding Q: The organization provides Q: | believe benefits provided by
of our benefit programs benefits that meet my needs the organization are competitive

8% 10%

I Agree/Favorable ] Neutral [C] Disagree/Unfavorable

© 2018 Kom Ferry. All nghts reserved 5
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Rewards and Performance

= Employees report feeling clear on what is expected in their role (91% agreement)
— This high response rate is actually slightly above the market norm

* Employees responded favorably (62%) on receiving feedback on (1.) performance, (2.) recognition
and (3.) coaching. The State is below external norms on recognition and coaching, but above norms

on performance feedback
- Data below provides a representative average of these three questions, which yielded very similar results

* The linkage between those job requirements/performance and compensation is noticeably less clear,
however, dropping to 35% (below external norms)

Q: | understand results Q: | receive regular Q: There is a clear link between my
expected of me in my job feedback/recognition/coaching performance and my compensation

“H4%

\

(l ~ Il Agree/Favorable [ Neutral [0l Disagree/Unfavorable
< ©2018 Kom Fenry. Allights reserved 6
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Non-Financial Rewards

= Learning and development opportunity is viewed favorably by employees in the aggregate (63%,
similar to market norms)

= More than half of the organization felt the State effectively helped them maintain work-life balance

= State employees overwhelmingly responded that they would recommend the organization as an
employer (71% favorable, aligned with market norm)

Q: | have good opportunities for | Q: Idaho supports me in achieving Q: | would recommend the
learning and development reasonable work-life balance company as a good place to work

(‘_’1 Il Agree/Favorable [] Neutral [C] Disagree/Unfavorable
4 © 2018 Kom Ferry. All rights reserved 7
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Reward Preferences — Mix of Elements

Generally, there does not appear to be a trend or desire among employees to change the mix of
rewards or the relative weighting of elements within the portfolio (base salary, variable pay,
benefits)

Employees were not interested in greater base salary at the expense of benefits (10% in favor,
76% against)

Generally, any scenario that shifted weight away from base salary towards other comp elements
was viewed with particular disfavor

The concept of reducing Paid Time Off (PTO), even in exchange for base pay, was viewed quite
negatively by employees (19% in favor)

© 2018 Kom Ferry. All rights reserved 8
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Ranking of “Priority” Benefits

* Employees were asked to rank or bucket benefit programs into high, medium and low categories
- Parentheses in the exhibit below reflect the percentage of staff who rated the benefit within that bucket

= While there was a mix in ranking, some programs trended quite solidly at the upper or lower ends

* Regardless of tenure, pay grade, coverage tier (single or family) or branch of government, the top
4 highest priority benefits are the same with statistically insignificant differences in percentages

= As the State considers changes to the total compensation portfolio, low ranked benefits may be
reviewed for utilization to determine if usage rates (and value to participants) align with the
resources needed to administer the program and/or if the program could be more effectively
allocated

+ ©2018 Kom Feny. Alrights resenved @
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Ranking of “Priority” Non-Financial Rewards

= Similarly, employees were asked to rank or bucket non-financial reward programs into high, medium
and low categories
- Parentheses in the exhibit below reflect the percentage of employees who rated the benefit within that bucket

= Culture/climate and security of work were seen as critical and impactful
= Flexibility in work location, peer recognition and group events were rated as less critical

'S
High <
-
_ | -M:ssaonandpurposeofmeom(ﬂ%)
Medium :
p
Low <
(|? ©2018 Kom Ferry. Allrights resenved 10
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Health Care Questions

= Trade offs in health care costs were viewed
unfavorably by employees, while feedback on
reduced provider access was mixed

* More than half of the organization indicated
they would be unlikely to select a HDHP if the
State made a contribution to an HSA

= Additional comments (4,187) on this question
bolster the “unlikely” responses indicating the
financial trade off does not make sense / is
not fair or that an HDHP would not work for
their situation (financially or due to medical
conditions)

I Vory/Somewnhat Likely

|:| Neutral

[ ] Very/Somewhat Unlikely

Q: How likely would you be to select a High
Deductible Health Plan (HDHP) with a Health
Savings Account (HSA) if the State made an
annual contribution to your account of $500
for single coverage ($2,000 deductible) and
$1,000 for family coverage ($4,000
deductible)?

©2018 Kom Ferry. Allrights reserved. 11
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Health Care Questions

* Employees were a bit more receptive to a
narrower provider network if it meant lower
monthly premiums; however, the distribution
of responses was evenly split

- Less than half (42%) indicated they would
be likely to opt for a narrower network

— One third were not likely to make a
network change for lower premiums

= Additional comments (4,255) on this question

reflected the wide distribution of responses
and showed both receptivity as well as

skepticism. For employees that may be open

to the concept, more information would be
required before making any change

B Very/Somewhat Likely

|:l Neutral

[ ] Very/Somewhat Unlikely

Q: How likely would you be to select a
regional health plan with a narrow network of
providers and hospitals (for example, a single
health system such as St. Luke's, St.
Alphonsus, Eastern Idaho Regional Medical
Center, Kootenai Health, Portneuf Medical
Center, etc.) for a lower monthly premium?

© 2018 Kom Ferry. All nghts reserved 12
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Additional Questions — Common Themes

* Employees were encouraged to make comments on two additional questions:

1. How would your view of your total compensation be impacted if your individual or
family health insurance premiums for your current health plan increased
substantially?

+ Comments (10,600 in total) overwhelmingly indicated that employees would have a
negative view if family health insurance premiums increased substantially

+ Employees used terms like financial burden or stress, hardship, detrimental and difficult to
describe the impact

« Employees indicated they would look for other employment (> 1,000) if such a change were
implemented, as benefits is a big part of why they work for the State

2. Please provide any additional thoughts you have, that may not have been covered in
the questions in this survey, about the Total Compensation package provided to you
by the State.

» The comments for the final question (5,408) reinforced earlier survey responses that
employees are not interested in tradeoffs that alter the current mix of pay and benefits

+ Comments demonstrate that lower pay is generally accepted because of the better benefits

4 © 2018 Kom Ferry. All rights resenved 13
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Appendix D — Korn Ferry Total Rewards Diagnostic Employee Report

ORGANIZATION PERFORMANCE

TOTAL REWARDS DIAGNOSTIC
Employee Report

COMPANY State of Idaho

CREATED October 2018

ol e,
\ 4 KORN FERRY® © Korn Ferry 2018. All rights reserved. Confidential
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TOTAL REWARDS DIAGNOSTIC October 2018

ABOUT THIS REPORT

This survey is designed to provide insights into your respondents’ perception and preferences of rewards, allowing you to identify whether your rewards structure
supports business objectives. Bringing to light how well your respondents understand your organization's compensation policies and practices allows you to
determine needs around rewards knowledge and communication tools

HOW TO READ THIS REPORT The report starts with an overview of how results are displayed.

ORGANIZATION Results can help you determine if your respondents believe the organization is appropriately
allocating your rewards investment to those employees that drive business results. Analyzing
variances between current rewards practices and optimal rewards practices will allow you to identify
strong areas versus opportunities for improvement.

© Kom Ferry 2018. All rights reserved. Confidential. 1

44|FY 2020 CEC Report



TOTAL REWARDS DIAGNOSTIC

HOW TO READ THIS REPORT

AVERAGE RATE OF AGREEMENT

This barchart describes the average rate of agreement among survey respondents regarding
rewards program effectiveness. The average rate of agreement summarizes answers coming from
"Strongly agree” and "Agree” responses for each question (or area). This same pattemn is used to
help you compare rates overall for the organization with different areas.

INTERNAL BENCHMARK

The internal benchmark is displayed as a dotted line when used for comparison across areas. The
internal benchmark rate summarizes answers coming from "Strongly agree” and "Agree” responses
for all questions regarding rewards program effectiveness.

EXTERNAL BENCHMARK

To help you interpret results, an external benchmark is provided. The external benchmark is
displayed as a solid line when used for comparison across areas, and it shows the percentage of
favorable responses ("Strongly agree” and "Agree”) in our General Industry benchmark.

© Kom Ferry 2018. All rights reserved. Confidential.
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TOTAL REWARDS DIAGNOSTIC

DISTRIBUTION OF RESPONSES

These barcharts summarize the distribution of survey answers by aggregating participant opinions,
including neutral answers.

For rewards effectiveness, the High agreement category is an aggregation of "Strongly agree” and
"Agree” responses, while Low agreement is an aggregation of "Disagree” and "Strongly disagree”
responses. "Neither” is displayed in the middle, and represents the percentage of employees who
did not agree or disagree.

For rewards preferences, the Positively category is an aggregation of "Positively” and "Somewhat
positively” responses, while Negatively is an aggregation of "Somewhat negatively” and
"Negatively” responses. "Neither” is displayed in the middle, and represents the percentage of
employees who did not feel positively or negatively towards the statement.

For rewards priorities, employees were asked to rank which benefits (or non-financial rewards) they
value most. There were three possible answers available to them: high priority, medium priority, and
low priority. Respondents were forced to distribute their answers equally between all three priority
level categories. This barchart visualizes a percentage of each response for each item.

REWARDS PRIORITIES: GAP BETWEEN CURRENT AND OPTIMAL STATE
This visual heatmap describes the distance or absolute difference between employee perceptions
of current determining factors for particular rewards elements (e.g., base salary or short-term
incentives) and how those factors relate to their perception of what is an optimal practice.

Employees ranked the current state of practices in order of importance (1 being the most important).

Next, they ranked optimal practices in order of importance. A positive or negative gap is equally
worth reflection. The larger the absolute gap, the more it might be an opportunity for realignment
towards an ideal state.

© Kom Ferry 2018. All nghts reserved. Confidential
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TOTAL REWARDS DIAGNOSTIC

October 2018

ORGANIZATION

Results can help you determine if your respondents believe the organization is appropriately allocating your reward
investment to those employees that drive business results. Analyzing variances between cumrent reward practices and
optimal reward practices will allow you to identify strong areas versus opportunities for improvement.

© Komn Ferry 2018. All rights reserved. Confidential.
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TOTAL REWARDS DIAGNOSTIC

OVERALL

Respondents degree of agreement about your rewards program effectiveness are shown below, broken out across different areas. Results are compared
against the organizational average and the extenal norm.

IEmn:anrm

64%

51%

63%

imel&grmAwrage

© Kom Ferry 2018. All rights reserved. Confidential
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TOTAL REWARDS DIAGNOSTIC Octobar 2018

TOP OPTIMAL REWARDS FACTORS

Here are the performance factors your employees indicate should determine rewards decisions in an optimal rewards approach for the future.

BASE SALARY INCREASES

. Your personal performance
- Your indvidual skills

© Kom Ferry 2018. All rights reserved. Confidential &
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TOTAL REWARDS DIAGNOSTIC | ! October 2018

REWARDS AREAS EFFECTIVENESS

Employees were surveyed in different areas of your rewards program. The table below shows respondents’ level of agreement with the statement. These responses are
rolled up and summarized for the larger area. Answers are displayed as a distribution, but do not include "Don’t know / Not applicable™ answers. In the table, darker
squares indicate answers with lower percentages.

UNDERSTANDING

| have a good understanding of compensation
policies and practices that affect me

1 have a good understanding of the benefits options # = %
available to me

#
I
g

#

B g pgeemers.  teire B LouAgreemert | Extemal Nom 10 Bl Wz20x 7100

© Kom Ferry 2018. All nghts reserved. Confidential. T
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TOTAL REWARDS DIAGNOSTIC | RGANIZ/ N October 2018

REWARDS AREAS EFFECTIVENESS

Employees were surveyed in different areas of your rewards program. The table below shows respondents’ level of agreement with the statement. These responses are
rolled up and summarized for the larger area. Answers are displayed as a distribution, but do not include "Don't know / Not applicable™ answers. In the table, darker
squares indicate answers with lower percentages.

Percent of

Swongly ; Swongly
High Agreement Low Agreement Agee  Nether Disagree vaiid

Agree Disagree .

FAIR AND COMPETITIVE REWARDS

Sociovo hempait iy S o Yot do 3% — _ a8%

iheliove my payle filr contidedeg o pay of pecple: Ly | — | — 53%

doing similar work in other organizations |

The organization provides employee benefits that 78% # - 0%

meet my needs

Employee benefits provided by the organization are # —

competitive with benefits offered by other 66% 16%

organizations in our industry

"Does nat include Dion't know / Not appicable™ responses

Bl o g eemer Neer M Lowagreement | Exnemal Nom B o10% Elaon W20 F7t00x

© Kom Fesry 2018. Al nghts reserved. Confidential. 8
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TOTAL REWARDS DIAGNOSTIC | ORCANIZATIO! October 2018

REWARDS AREAS EFFECTIVENESS

Employees were surveyed in different areas of your rewards program. The table below shows respondents’ level of agreement with the statement. These responses are
rolled up and summarized for the larger area. Answers are displayed as a distribution, but do not include "Don't know / Not applicable™ answers. In the table, darker
squares indicate answers with lower percentages.

Percent of
Strongly Swongly
High Agreemert Low Agreement Agee  Neiher Disagree aiid
Agree Dsagree  orers
REWARDS AND PERFORMANCE
| understand the results expecied of me in my job 2% ﬁ'- 3% 100%
trecoive dleer snd feguiir edbick on iowrwel i do: aas ﬁ = 16% 100%
my work
Whione 16 4 clear Bk behween my paciosance wnd a5%  EE— | e 41% 29%
my compensation 1
I receive recognition when | do a good job 57% —_— : e 20% 100%
My immediate manager cosches me o helpimprove . p— e — 19% 99%
my performance |
Dot rot nclude Ton't know | Notg IPEUCIDE IMESpOMSEs
-wm :m -LWW External Norm -G‘MG -II-ZO‘! -m-m i :7'-1“
© Kom Ferry 2018, All nghts reserved. Confidential. 9
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TOTAL REWARDS DIAGNOSTIC | orean Z October 2018

REWARDS AREAS EFFECTIVENESS

Employees were surveyed in different areas of your rewards program. The table below shows respondents’ level of agreement with the statement. These responses are
rolled up and summarized for the larger area. Answers are displayed as a distribution, but do not include "Don't know / Not applicable™ answers. In the table, darker
squares indicate answers with lower percentages.

Stongly Swegy PEZR
High Agreement Low Agreement Agree Agres Nether  Disagres D vabd
TOTAL REWARDS
1 have good opportunities for learing and

development in the organization 2% 100%
| have opportunities to achieve my career goals in

the organization e 99%
The organization supports me in achieving a

reasonable balance between my work life and my 69% 100%
personal fife

I have enough authority to do my job well 76% 100%
My job provides opportunities to do challenging and 81% 100%
interesting work

| would recommend the company as a good place to 71% 100%
[ [P— l either B o Agreement | Extemat Nom I o-10% 20w 2070 T 7100%

© Korn Festy 2018. All rights reserved. Confidential. 10
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TOTAL REWARDS DIAGNOSTIC | orcanzaTion October 2018

REWARDS PREFERENCES

In order to understand the relative importance of rewards elements, employees were asked how they would view hypothetical trade-offs within the rewards program.
The table below shows how positively respondents reacted to each hypothetical. Responses are displayed as a distribution, but do not include "Don't know / Not
applicable” answers. In the table, darker squares indicate responses with lower percentages.

e e e 1% N o7 7%
e b g0 e . o  H N 77 se%
(05, vacabors and nekdey) ot acivaertvaon. o o% RO o o7
iy e et . ot i W i se%
“Does not include Don't know / Mot applicable” responses

B ey | Mether | [P s I 1 1.20% I 21.70% B

© Komn Femry 2018. All rights reserved. Confidential. 1
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TOTAL REWARDS DIAGNOSTIC | , October 2018

BASE SALARY INCREASES

This section highlights employee perceptions of current practices for determining base salary increases compared to what employees perceive as optimal practices.
Employees ranked the current state of practices in order of importance (1 being the most important). Next, they ranked optimal practices in order of importance. The difference
between the two can emphasize the gaps between your current and ideal state.

Optrmal (Average Rark) Current (Average Rank)

Your personal performance 18 a7

Your individual skills 2T 46

How much experience you have working here or elsewhere 48 55

How much you are paid compared to people doing similar work in other organizations 57 6.1

How long you have been in your current job 5.1 44

How long you have worked for the organization 52 45

How much you are paid compared to your peers in this organization 6.1 52
Group performance (e.g., region, business unit) performance 6.6 57
Overall organizational performance 70 53
Currentiess than Operad [N (N I 1000 O O B Curvent excesds Opeimal

© Kom Ferry 2018. All ights reserved. Confidential 12
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TOTAL REWARDS DIAGNOSTIC

BENEFITS

Medical / health care

Paid time off (holidays / vacations)
Sick Leave

Pensions

Dental Cover

Prescription Drugs Cover

Optical Cover

Access to a wide network of health care
providers

Early Retirement

Disability insurance

Death benefit

Home Office / Working from Home
Matemity Leave

Parental Leave

Health Savings Accounts (HSA) w/ an employer
contribution

Heaith/Dependent Care Flexible Spending
Accounts (FSA)

Pre-Retirement Counseling

Personal Stress Counseling

Personal Financial Counseling
Professional association/Club membership
Onsite Medical Clinic

Il HonProity ] MedumPrioty [l Low Priorty

© Kom Ferry 2018. All rights reserved. Confidential

95%
86%
78%
75%
71%
70%
4%

33%

24%
23%
17%
16%
15%
13%

12%

12%

6%
4%

2%
2%

25%
25%
47%

48%

53%

28%
41%

48%

43%

32%
27%
18%
15%

October 2018

Low The chart displays the percentage of
S your respondents that ranked each
1% benefit as a priority. Employees were
2% asked to rank which benefits they
2% value most (high priority, medium

5% priority, or low priority). Respondents
o were forced to distribute their

answers equally between all three
6% priority level categories

1%

17%
3%
54%

41%

45%

44%
64%
71%

84%

13
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TOTAL REWARDS DIAGNOSTIC October 2018

NON-FINANCIAL REWARDS

Hgh Medum  Low The chart displays the percentage of
Prioty  Proity  Priofty  vour respondents that ranked each
A good work climate and culture %
76%

Security/stability in employment
Interesting & Meaningful work

21% 3% benefit as a priority. Employees were
asked to rank which benefits they
value most (high priority, medium
61% 34% 5% priority, or low priority). Respondents
were forced to distribute their
answers equally between all three
49%  31%  20%  priority level categories

Reasonable work-life balance

Flexibility in work hours

Long-term career opportunities

Autonomy in your job

The mission and purpose of the organization

Access to leaming and development
opportunities

Flexibility in work location (e.g,, options to work
from home or remotely)

Opportunities to work in a team and collaborate

19% 56% 25%

18% 24% 58%

with 0 17% 42% 41%
Opportunities to impact your community 17% 40% 43%
Developmental feedback 7% ™% 56%
Recognition from others 7% 2% 66%
Opportunities for social activities/events with

colleagues 3% 13% B4%

© Kom Ferry 2018. All nghts reserved. Confidential 14
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( ? KORN FERRY"

ABOUT KORN FERRY

Kom Fery is a global organizational consulting firm. We help
companies design their organization - the structure, the roles and
responsibilities, as well as how they compensate, develop and
motivate their people. As importantly, we help organizations select and
hire the talent they need to execute their strategy. Our approximately
7,000 colleagues serve clients in more than 50 countries.

© Kom Ferry 2018. All rights reserved. Confidential
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Appendix E — Milliman State of Idaho Custom Compensation Survey

Milliman Client Report

STATE OF IDAHO
CusTOM COMPENSATION SURVEY

October 16, 2018 .

Prepared by
Milliman, Inc
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l. INTRODUCTION

The State of Idaho (*State”) retained the services of Milliman, Inc. to conduct a survey of market-based compensation. The purpose
of the survey was to utilize the services of an independent, third-party expert to conduct a survey of custom cash compensation and
selected pay practices; and report on any gaps between existing State offerings and market practice. Milliman’s analysis compares
benchmark jobs within the State's compensation plan with relevant local and regional peer organizations.

The information within this report provides detailed results of the survey as well as a summary of the methodology and process
undertaken in this effort. The results support a transparent compensation philosophy and set the foundation for aligning pay with the
market to ensure that the State of Idaho is a competitive employer able to attract and retain the required talent while managing its
budget in a fiscally responsible manner. Milliman has developed and followed sound compensation methods for the analysis. The
results and findings are contained herein are presented to the Division of Human Resources ("DHR”) for the State of Idaho.
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Il. MeTHODOLOGY

Milliman’s methodology in this study is consistent with our process last year and comprised a review of both the actual average
salaries of participating entities as well as the salary structures in which wages are administered. In terms of comparison percentages,
the State’s actual average salary for each position is compared to the median of the survey resuits.

Stakeholder Input

Milliman conducted interviews with twelve stakeholders last year prior to the survey design. The stakeholders were a mix of State
legislators and department directors. The interviews covered a set list of questions to help Milliman determine the relevant labor
market and confirm the list of survey benchmarks. The interviews are relevant this year as we utilized the same survey format and
labor market definition.

Survey Benchmarks

The survey process begins with identifying 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. Benchmark jobs are used to compare
the State’s salaries in relationship to the market in which it competes for labor talent. The selection of core benchmarks provides an
element of consistency in pay comparisons conducted year to year.

The selection of benchmark jobs also provides the basis for identifying the State’s labor market and the appropriate sources for peer
data collection. Characteristics of good survey benchmarks:

+ Represent a cross-section of positions and the types and levels of work performed at the State;
+ Are well-established and generally have multiple incumbents, representing a significant portion of the workforce;

+ Are commonly and easily defined by the State and other employers;

State of Idaho

Custom Compensation Survey
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+ Are available for companson in the State’s defined labor market.

A total of seventy-five (75) benchmark jobs are included in the custom survey representing approximately 4,000 employees within State
classifications. The surveyed jobs are listed below.

Survey

Job

Code

Accourting Techniclan 38 Program Administrator 605 Nurse Manager (RN)

12 Disadiity Clams Agudcator 302 Grphic Design Spaciaist 607  Weltare Senvces Techrician
103 Grants Oficer 310 Buyer 608  Weltare Cinician
04 Bark Examiner 3N Legd Assistant 603 Veterans Sendce Oficer
105 Fnancial Managemant Analyst, Senor 312 Pupic Information Speciaiist 610  Womtrs Speciaist
106 Buoget Manager 33 Pubic Inormation Officer 611 Heamn Education Speciaist
107 Finance Depanment Director 314 Research Analyst 612  Heamh Program Manager
108 Training Spectaist 35 Project Manager 701 Comectional Oficer
105 Tax Compllance Oficer 316 Ubrary Assistat M2 Probation'Pamie OMcer
110 Tax Audior, Senlor 501 Custodan 703  Socld Worker
an Deskiop Support Technician 2  Mantenance Craftsman 704 Youth Rehabiitation Specialist
22 Programmer Anatyst S03  HVAC Technician 705  Comectional Lieuterart
23 GIS Anayst S04 Mechanic 705 Comectiona Manager
204 Network Analyst 505 Roadady Malntenance Technician 707 Fish & Game Officar, Senior
205 Weo Developer S06  Water Resource Agent, Senlor 708 Poice Oficer
206 Datadase Anayst 507 Parks & Recraation Ranger 709  Poice Captan
207 Infmation Systems Manager 508  Parks & Recraation Manager 801 WhdI® Techrician
208 [T Securttly Analyst, Senior 509 Capenter 82 Enwonmental Health Speciaist
N1 Receptionst 510 Sectacian 803  Scienust
A2 Administrative Assistant 11 Pumber 802  Chemist Senior
303 ShippingRecaung Specialst 512 Bulang Supamtencent 805 Forensic Sclentist, Senlor
04 Customer Senice Representathe 601  Dietary Alde 807  Engneerin Training (CI)
305 Ofice Support Speciaist 602  Regstered Dittian 803 Engneer (Technica)
36 Ofice Support Supendsor 603 Ucensed Practical Nuse 803  Engneer (CVI)
X7  Program Suppon Specialist 605 Regstersd Nurse 810  Engneenng Manager
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Labor Market

The survey process requires defining the relevant labor market for collecting and comparing competitive compensation data, market
trends, and salary budget planning information. The State's primary labor market, includes both public and private sector employers
within Idaho that the State competes with for the recruitment and retention of employees. In addition, the State also competes with
employers outside Idaho in situations where the supply and demand for positions imposes cross-border recruiting and retention
evaluation. To identify the appropriate survey sample of organizations, consideration was given to the relevant peer group for the
State. Milliman used the same group of peers from the prior year to invite for participation. The organizations invited to participate
consisted of more than one-hundred (100) public and private sector organizations, at a roughly one to one ratio. A total of twenty-five
(25) organizations replied to the survey. The custom survey participants are listed below.
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Ada County
Bannock County
Biue Cross of idaho
Canyon County
City of Boise

City of Caldwell
City of Pocatello
Clearwater County
Idaho National Laboratory
Kootenai County
Kootenai Health
Kount

North Idaho College

Data Collection and Analyses

Boise, ID
Pocatelio, ID
Meridian, ID
Caldwell, ID
Boise, ID
Caldwell, ID
Pocatello, ID
Orofino, ID

ldaho Falls, ID
Coeur d'Alene, ID
Coeur d'Alene, ID
Boise, ID

Coeur d'Alene, ID

Survey Participants

ON Semiconductor

Saint Alphonsus Health Systems
Spokane Public Schools

State of Montana

State of Nevada

State of Oregon, Admin Senices, CHRO
State of Utah, Dept of HR Mgmt (DHRM)
State of Washington

State of Wyoming

Syringa Hospital & Clinics

Treasure Valley Family YMCA

Valley County

Pocatello, ID
Boise, ID
Spokane, WA
Helena, MT
Carson City, NV
Salem, OR
Sait Lake City, Utah
Clympia, WA
Cheyenne, WY
Grangenille, ID
Boise, ID
Cascade, ID

General guidelines have been incorporated into the compensation profession relative to how compensation surveys are conducted
giving consideration to legal issues surrounding data collection. These guidelines include maintaining confidentiality of the data of all
participating organizations and using a third party to conduct the survey. Use of third-party removes the opportunity to bias the data
and receive inappropriate information. One primary focus is to avoid any real or perceived anticompetitive “wage fixing.” The guidelines
help to ensure that data are not used by competitors for discussion or coordination of compensation and to avoid bias by individual
employers in applying data results. The generally accepted compensation guidelines provided below are intended to ensure that the
purpose of exchanging data is to gather information about the labor market so that decisions can be made regarding the State's
competitive position and adjust wages in response to changing market conditions.
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+ Utilize third parties rather than exchanging pay information directly with market competitors.

+ Ensure there are at least five data responses reported for benchmark percentiles (four responses are required to report average
and median), with no individual participant’s data representing more than 25% of the data.

+ Survey output should be aggregated rather than showing individual participant data, directly or indirectly, to protect participant
confidentiality.

+ Actual pay data should reflect current or recently historical values (no more than six months old) rather than future pay
intentions.

State of idaho

Custom Compensation Survey
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The following chart illustrates the participant demographics.

Washington Wyoming
Utah 8% 4%
4%

Pocatello, ID

12% Boise Area, ID

Oregon Ca“::e i
4%
Nevada
por Coeur d'Alene, ID
12%
Montana Idaho Falls, ID Grangeville, 1D
4% 4% %
State of ldaho j

Custom Compensation Survey
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Data Effective Date

All data in this report are effective as of August 1, 2018. Please note that select data (1) on the Compensation Summary have been
geographically adjusted to reflect the Idaho state market.

' Non-management jobs from surrounding states were geographically adjusted to reflect the Idaho state market. Management
jobs were not adjusted as they are considered to be regionally recruited and the local market data is relevant and appropriate
to aggregate.

Geographic Differentials

Because wage and income levels are different across the nation and even within local labor markets, differentials that factor in economic
variations are calculated and applied to data that the State collects from employers outside Idaho. Differentials are calculated by
referencing the Economic Research Institute (ERI), Geographic Assessor Report and figures reflect average wage and income levels
by location. The State of Idaho is considered to be the base state and data from the other states are adjusted comparable to the base.
For instance, if the statewide average wage and income levels for another state are 2.3% above Idaho, the data collected from that
state are decreased by 2.3% to be comparable to the State of Idaho’s market. If another state indicates wage and income levels 3.8%
below Idaho, data collected from that state are increased by 3.8%.

Development of survey questionnaire

Milliman composed a draft of the questionnaire in order to adequately study various elements included in the survey. DHR then reviewed
the questionnaire for any changes, modifications or revisions needed prior to distribution. The appendix includes the final survey
questionnaire as presented to all survey invitees.

State of Idaho 10
Custom Compensation Survey
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Administration of survey

Milliman distributed the survey questionnaire to the identified survey sample of organizations. Milliman also made follow-up telephone
calls and emails to targeted participants to encourage participation and was available to answer questions about the survey and to help
participants complete their forms.

Milliman then collected, coded, and reviewed for completeness all survey responses. Milliman also contacted participants if additional
information or clarification was needed. It was then reviewed for reasonableness and deviation from statistical norms.

Survey
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lll. FINDINGS AND OBSERVATIONS

BASE SALARY

+ Using a targeted group of peer organizations, and gathered as of a common point in time, we compared the State’s actual salary
practice to the market. The base salaries at the State, on average, are 8% below the market median (the median is the statistical
middle of the data set). This means the average of actual salaries (not salary ranges) of all employees in benchmark jobs is
approximately 8% below the actual salaries in the market.

+ Page 15 compares benchmark positions to the market. Care should be taken when comparing the overall position to market. Our
findings of the State’s overall competitive position (-8%) is a simple average of all benchmarked employees at the State. It does
not mean that each employee within the State's compensation plan is paid 8% below the market.

- Qur guideline is that public organizations should establish a practice to pay employees an actual salary within a “normal range”
of base salary around the desired market point. In the public sector, and similar to the concept of a salary range, a "normal
range” is usually established by considering an 80% to 120% range around the selected market data (e.g. market median),
however, variations on this range can be implemented. This range allows for vanations in compensation due to market factors,
experience and performance, job complexity, and organizational values or strategies. Individual base salary levels should reflect
these factors, meaning that high-performing individuals could be positioned in the upper half of the range and less-experienced
individuals may be placed in the lower half of the range.

« The chart below indicates that actual salaries at the State for nearly all of the seventy-five benchmarks fall within the competitive
range of the survey resuits. It is important to note that more jobs fall below (less competitive) the custom survey middlie than fall
above (more competitive) the custom survey middle.

State of Idaho 12
Custorn Compensation Survey

70/FY 2020 CEC Report



Milliman Client Report

$140,000

$120,000

$100,000

$80.000

$60.000

State of Idaho Avg Pay v. Survey Results

$20.000
$20,000
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The charts on the following pages contain a summary of the survey results and a comparison of those results to the State's average
pay for each benchmark. The following terms are used:

Survey Job Code

The survey number assigned to the job

# of Orgs

The number of organizations matching the job

# of Incumb

The number of incumbents in the job across all matching universities

Base Pay

25th %ile: 25% of the participants pay below this value for this job and 75% pay above this value

Median (50th %ile): 50% of the participants pay below this value for this job and 50% pay above this value
Average: The simple average base pay for all participants reporting for this job

75th %ile: 75% of the participants pay below this value for this job and 25% pay above this value

Pay Structure

The average and median values for the minimum and maximum of the pay structure (or the first and last step) the job is assigned to
State of Idaho Avg Base Pay

The average base pay the State pays for each of the surveyed jobs

State of Idaho % of Median Base

The State's average base pay divided by the survey median base pay, represented as a percentage for each surveyed job.

Custom Compensation Survey
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101 Accounting Technician 2 47 (53438 535638 $3075 46,03} 32755 332633 540330 S48544| S0 4%
102 Disabity Clams Adudicator 6 150 [S43504 $50.103 40,650 $54.427 40081 $37512 $51.618 $05245} $S0.401  101%
103 Grants Oficer 9 30 [$40353 $47.257 SE0.717 $56.160§ S3T.707 41875 $62205 $00.251F $54.040  116%
104 Bark Examiner 5 102 }S50650 $O1.183 $00.802 SA2.200 350,356 $46.437 73544 $84713) $00430  113%
105 Financal Management Analyst, Senior 9 427 [SSB500 $O0456 ST0.621 $51.804 $52204 $54508 $83.360 STH154 $74.110  123%
108 Budget Manager 10 6 }$74700 $85.152 $82803 $20,000 | $70.741 $60.078 $00500 $94.808 $783T3 W%
107 Finanoe Department Director 10 206 }S02.454 $111.200 $107.437 $138,512} $01.088 $31.051 $137.004 $121.874f $110.074 00%
103 Traning Specialist 13 441 [$50562 $A3072 $54,310 $O4.735) $48.212 $50236 S70972 S70.257} $50.588  80%
102 Tax Compliance Officer 6 208 [SIBI6 ST S40.955 S$41.647) $34.905 $33.114 $40568 $51,000f $46.883  118%
110 Tax Audtor, Senior 10 300 ;40,000 $E5.0%7 $55.004 SG3.077 | $42.505 $44.740 S71.071 S$75316 SE6.507  103%
201 Desktop Support Technician 18 160 §S43570 $51.630 S50,080 S57.4D4f 343420 $41.177 S51,105 S$62203} $40.421  06%
202 Programmen/Analyst 17 542 [S67.000 $72504 $72.054 S$77.300} $56.0G7 $57.124 $83,103 $88554F $E2082 72%
202 GIS Analyst 15 268 344403 $54523 SO7.070 SG5,685| $43.370 $44.048 558,360 $00.758| S84  OT%
204  Network Andyst 18 268 [S50505 $73210 §71,300 S$83,94% $56.712 $55844 $94,101 $83811] S60200 2%
205 Web Develaper 13 26 350885 $08.544 $00.430 $70.900 | $54.074 $54.218 S77.022 $84.37T| $EB011  85%
203 Database Anayst 16 357 [S00.010 $7283 $76.023 S$E3.005 $50.003 $61.220 $35454 S05550) STRE04  101%
207  Information Systems Manager 21 108 §$63.261 $06.20 $00.784 $108.384] $81.120 $78.810 $111.728 $118.200} $80.2R  €3%
203 [T Security Analyst, Senior 11 157 [STD22 $2423 $81,001 $94,333| 62576 $62,157 $08,054 $100.500; S00.650  85%
301 Receptionist 12 158 (28610 $20.313 $20070 SA1.275f $26.940 320641 $37.855 $38200} $2B5418  8T%
302  Administrathe Assistant 25 1330 [S30,110 $43354 $44.218 $40.747 ) 535300 $34.608 $52000 $54.184) SIS &%
303 Shppng/Recening Specialist 14 226 [SR070 $3B280 538218 $43,505| 20404 520647 $45307 $46,071) S0  80%
304 Customer Senice Regresentative 18 1020 §$20204 $31.706 $31,940 S5 07033 $27.170 $W|ER2 $40352| $.E84  8T%
305 Ofice Support Specialist 20 2624 §S05T1 SV $3IB3M1 S0 28208 $28853 42758 S42785) S.eTE  83%
203  Ofice Support Supenisor 12 817 [S42704 48703 $48534 $54.143 $30.000 $A0057 04202 S$61,346| S4T.ER  08%
307 Program Support Specialist 9 1502 [S33470 $41.828 S42.191 $47.002{S33793 $35,857 $50.891 $51.600f S3TR2  76%
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Program Administrator 12 500 540003 $54.074 S57020 S57.Z78} $30.044 $42208 $§74.877 $BO075F 47278 86%

308

302 Graphic Design Specialist 15 57 $44.521 $48720 952074 S$52.504} $37433 538705 S58080 SBATOTE SITEA0  TE%
310 Buyer 14 147 947135 SS2070 $54.483 S54.441) $40.004 542850 983851 ST420} M2827 81%
311 Legal Assistant 18 454 340007 $41.000 $44.042 S47.000F $30.000 530280 $52254 SHOEQTE S43650  104%
312 Public Information Specialist 14 @ $43.000 $55280 53,561 961,322} $42631 $43873 $00882 $04.004| 40447 4%
313 Public Information Oficer 15 208 (350624 $72427 00014 381,541} $55512 $56,187 $81.200 SB3G20} $61.131 4%
314 Research Analyst 13 178 }S47.634 $58054 $56231 $02.807; $44.450 $45778 S7457T7 §77.148; SG2458  80%
315  Project Manager 17 310 964237 $74570 §77.004 S81.570} $50.235 $014C0 501401 S00784; $77.480 104%
316 Lbrary Assistant 10 48 $20,000 $33483 S32370 S34.41: 7211 $27050 $41.723 S45100F S$31.000 06%
501 Custodian 21 576 (525,146 $28.140 $S20030 S30R5} $23.007 $23630 $34008 $35205F SWO005 &%
502 Mantenance Craftsman 17 11 S$30,179 $30283 $40613 S40047} $33.280 $33,173 M85 47743} S28300 2%
503 HVAC Technician 15 130 [SA7.507T 5172 53307 50,087 | 0832 $41.130 S57.020 $61.000f SWEM4 %
504 Mechanic 18 206 (S3B607 $41843 $45428 $50,121} $36.677 $37.330 50820 $53164) 42078 101%
505 Roadway Mantenance Technician ] 1205 §S30.378 $44.802 $43211 $40,707 § 334,170 $35,635 S40603 S50270f $40.003  103%
505  Water Resource Agent, Senior 4 130 . $50.817 851,100 - #3202 $41075 S62.515 S62025; $51.230 101%
507 Parks & Recreaton Ranger ] 113 [S43720 $47.604 548,144 $51604; 530074 3535000 580,103 $64.224: S3BE4  81%
508 Parks & Recreation Manager 12 102 }S60.043 $G3.850 $33.101 S00.720} $54.038 $54.601 ST2818 $78 142} $51.307 0%
502 Carpenter 1 = $43.404 $51.174 551,080 S55,774 $37.433 330505 S$54074 S55020f $34023  @8%
510 Electrician 17 175 [S47.801 $52.730 S54.030 SO3.222 $44.774 9440648 S02400 S62000; $47.278 00%
511 Plumber 1 «© §$40,638 $50.840 53,708 S00.000 ¢ $41.342 $43534 540611 $61.018F S43.507  8g%
5§12 Buiding Superintendent 10 - $52.220 $50.810 $83.177 $81,000: $52.001 $55074 $70474 S§77.071F $30645 66%
801 Dietary Aide 7 190 (SM.580 $27.720 27765 20084} 24752 324253 SA5672 S3TT02} SM4E2  88%
802 Regstered Dietitan ] 5 §52,018 $55588 $55238 S58.113; HA3.207 $42885 $73840 §75783; $51.188 Q2%
803 Licensed Practical Nurse 12 542 [S37.850 $A0.357 544421 SED.108f $34.800 $34472 S52.100 S$S3200f S41.406 0%
€605 Regstered Nurse 15 2005 | S56.502 $67.435 $00.005 §78.270 $54,077 $50443 $35615 $00813% 55004 83%

S of idaho
Custom Compensation Survey
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606 Nurse Manager (RN) 13 312 §77.280 $80.205 §01.450 $110,448) $73653 §73.207 $105.870 $108.403; $70600 70%
607 Weltare Senices Technician - 477 - $37.773 $38.220 - $35,578 34022 45108 45750} S27.706 0 T%
608 Weitare Clinician 8 184 © 540051 $54.001 S53062 $54.30T | $40.204 340122 964317 $71.348¢ $54413  101%
€00 Veterans Seruce Officer 5 20 (340702 48024 S47SE8 348,230 $30.520 336,751 $00.733 04051 sA3438 o1%
610 Workforce Specidist 5 35 S840 §37.058 $30622 41008 $31.581 $30,388 $51.757 $Le0ed; 40747 107%
611 Health Education Specialist 8 191 [ 345030 $40630 540000 S50070| 540463 338725 $04.400 $77.611F $42120 &%
612 Health Program Manager 5 132 (853502 $63.544 $08002 $67.815| 854300 $53304 $20072 $E3533; $54.633  88%
701 Comectional Officer 12 7.600 }$37.850 $43.508 $44.220 948,084 | 537670 $35603 354065 $54.170: 530192 &%
702 Probation/Parole Oficer 11 1,123 § $82.320 $44.477 $47.745 848,177 $30.520 $40.272 356204 $G3672: 43030 @8%
703 Social Worker 11 2205 [ 343744 S4600C 540401 $54.080| 542303 $40,820 $63330 $48.050 540670  108%
704 Youth Rehabilitation Specialist 7 207 }SAWBTE2 $30.107 342656 545752 30,342 $36,167 $50,350 $40.087; sS2201  1:4%
705 Comectional Lieutenant 2 286 (854703 65,058 S60.110 ST5S673| S55210 $54.488 $20,330 $20883} S80.112 O01%
708 Comectional Manager 52 350683 §T1628 S$71.501 $80,140| 562400 $03.004 390,960 $88254 $74.330  104%
707 Fish & Game Officer, Senior 8 231 [ $52471 $58.228 57608 582038 | S45831 $41,725 $70.204 $72075; S57.000  100%
708 Pdlice Officer 14 2,143 ; 351,640 355082 $50.073 961,027 | 542405 $40,036 $80.171 $08623: $56,160 101%
700 Pdlice Captan 14 76 ($70.600 S00.810 $01314 520402 $70.630 $81.413 $106,007 $105,632; $20.216  100%
€01 Wildide Technician - 174 - $40.143 340038 - $RQ.342 31,055 $48033 $H4Te1} SIT3T 0 @%
802 Enuronmental Heaith Specialist 5 14 §854852 $55440 S52706 $50.270| 541653 $38305 $71.210 $74255: $48.000 &%
€03 Scentist - 46 - 6732 ST - $47.051 352076 §77.000 $101.3%2F $50.763  84%
€04 Chemist, Senior 8 104 554000 550008 $85241 $04.833| $48.14 940714 $72252 $85.881; $51,108  &5%
805 Forensic Scientist, Semior 5 105 $85073 S$73.703 S$7T3.785 $74.511| $58,150 $51.172 $84.345 $01.238} $81,203  110%
E07 Engneerin Training (Ciwl) 8 152 [ $45.611 $48547 $40307 $53425| 543600 944631 $03858 964073 $50.808  105%
€08 Engneer (Technica) 10 547 }300614 S76.652 S70.702 $01.526| $64.407 $50.130 303444 S111.070F $76,502 100%
£00 Engneer (Cuil) 9 378 907079 $60.320 S$T337 ST0.5e5) $56,037 $56.740 300005 A3 E20; $M0742  101%
810 Engneering Manager 10 22 ;301405 $05408 $107.313 $111,708] $82,500 $31,780 $123.756 $130.014; $e6283 101%

ion Survey
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MARKET PAY PRACTICES

Milliman additionally surveyed the different methodologies in the market pertaining to delivering pay increases. A summary of those
findings is on the following page.
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Pay Practices
All Participants Public Sector” Private Sector*
Average Median Average Median Average Median

Annual operating budget $3.0B $87.1M
Number of FTEs 7480 1,071
Standard hours per year 2,081 2,080
Average Percent of Base Pay Increase Budget, 2016 20% 20% 1.6% 20% 2.7% 29%
Average Percent of Base Pay Increase Budget, 2017 24% 3.0% 2.1% 20% 2.8% 3.0%
Average Percent of Base Pay Increase Budget, 2018 2.1% 21% 1.7% 20% 28% 3.0%
Average Percent of Base Pay Increase Budget, 2019 Projected 21% 3.0% 1.9% 28% 26% 3.0%
Percent Increase to Salary Structure, 2016 1.4% 1.9%
Percent Increase to Salary Structure, 2017 1.8% 20%
Percent increase to Salary Structure, 2018 1.5% 20%
Percent Increase to Salary Structure, 2019 Projected 1.1% 0.0%

Yes % within Public Sector % within Private Sector
Utilize Cost of Living Adjustments 13 69% 2%
Utilize Market Based Adjustments 15 56% 67%
Utilize Performance (Merit) Based Adjustments 1 31% 64%
Utilize Competency Based Adjustments 2 13% 0%
Utilize Step Increases 12 50% 44%
Shift Differential Pay 18
Longevity Pay 10
Multiple Salary Structures 14
Professional Certification Pay 14

* Only selected data could be reported by sector due to small sample size in the private sector

State of ldaho
Custom Compensation Survey
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APPENDIX: SURVEY QUESTIONNAIRE

Pages 21 — 41 contain the survey questionnaire sent to participants and tabulated by Milliman.
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Compensation Survey
Information & Instructions

Miliman, an intemational human resources consultng fim, has been retaned bythe State of ldaho to admnister a compensation suney of select organizations. The suney

collects information on base and total compens aton for seventy-five (75) pos tions in seven job famiies

In exchange for submitting your organizaton’s data, you will recerve a complmentary compos ite report of the survey results. We beleve that you will find this studyto be very
useful 1o you in evaluatng the competitweness of your compensation programs, and we would like to thank you in advance for your partcipation.

Please report your data effectve as of August 1, 2018, Al required data forms are incduded within the workbook.

Benchmark Job Titles
I
101 Accounting Technician 105 Financial Management Analyst, Senior 108 Training Specialist
102 Disabilty Clams Adjudicator 106 BudgetManager 100 TaxCompliance Officer
103 Grants Officer 107 Finance Department Director 110  TaxAuditor, Senior
104 Bank Bxaminer
| Ti
201 Desktop Support Technician 204 Network Analyst 207 Information Systems Manager
202 ProgrammeriAnalyst 205 Web Deweloper 208 [T Security Analyst, Senior
203 GIS Analyst 206 Datbase Analyst
| ............................................................................................. i e e S R =
301 Receptonist 307 Program Support Specialist 312 Public information Specialist
302 Administrate Assistant 308 Program Administrator 313 Public Information Oficer
303 ShippngReceiving Specialist 302 Graphic Design Specalist 214 Research Analyst
304 Customer Senace Representtive 310 Buyer 315 Project Manager
305 Office Support Specialist 311 Legal Assistant 316 Library Assistant
306 Office Support Supenisor
State of dano 2
Custom Compensation Survey
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501 Custodian 505 RoadwayMaintenance Technician 500 Carpenter

502 Maintenance Craftsman 506 Water Resource Agent, Senior 510 Blecrician

503 HVAC Technician 507 Parks & Recreaton Ranger 511 Plumber

504 Mechanic 508 Parks & Recreaton Manager 512 Building Supenntendent
L. .. ) -+ SO e L
601 DietaryAide 808 Nurse Manager (RN) 810 Workforce Specialist

602 Registered Diettian 607 Welfare Senices Technician 611 Health Educaton Specialist
803 Licensed Practical Nurse 808 Welfare Clinician 612 Health Program Manager
605 Registered Nurse 802 \Veterans Servce Offcer

L Public Safety,

701 Cormectional Officer 704 Youth Rehabilitation Specialist 707 Fish & Game Officer, Senior
702 Probaton/Parole Officer 705 Comectional Lieutenant 708 Police Officer

703 Social Worker 706 Comectional Manager 709 Police Capann

| Environmental Services / Agriculture | Engineering i

801  Wiidife Technician 804 Chemist, Senior 808 Engineer (Technical)
802 Environmental Heailth Specialist 805 Forensic Scientst, Senior 809 Engineer (Cwl)
803 Scentst 807 Engineerin Training (Chal) 810 Engneering Manager

Please read he following instructons before completng the suney. Please copy this file to your computer before entering any data. We recommend that you save a hard
copy of he completed surveyfor your records. This workbook contains fve absiworksheets. An explanaton of he worksheets s included below

Please submit your completed questonnaire by Fnday, September 14, 2018 byemail to Tu-Anh Dinh (uanh dinh@milliman.com).
| Contact

I you have questons while completng the survey, please contact Tu-Anh at 208 504 5845 or email her at twanh dinh@milliman.com.

Worksheet Instructions

Please prowide the information requested on the worksheet so that we can ensure that you recene the suneyresults.
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Please read he job descriptons before completng the compensation input form.

The compensaton data form includes pre-pnnted suney job codes and tiles. Report all data eflectve as of August 1, 20128, Following is an explanation of the data elements:

Your Organization’s Title
The title that your organization has assigned to this job.

Level of Match

Please prowde only “good™ matches. A “good™ match is one in which 80% of the job responsibilities match between the survey job and the job at your organzation.
After determining if it is a "good” match, please use this column to indicate if your job duties are equal to, less than or greater than the benchmark description.
Select the appropriate level of match from the drop-down box. ¥ your organization does not have a match to the surey position, please select "no match™

Number of Incumbents
Please prowde the number of full-time employees you are reporting for this job.

Average Base Pay
Please prowde the annual base pay for this job (as of August 1, 2018).

Salary Range
Please enter your established salary range (mmnimum and maximum). This could be your salary range or the first and highest step in your pay system.

FLSA Status
Select exempt or non-exempt from the drop-down box.

Other Cash Compensation (non-bonus)

Please indicate whether this job is eligible for other cash compensation (e.g., longewty pay). Select yes or no fom the drop-down box.

Bonus/incentive Eligible

Please indicate whether your job is eligble for a bonus or incentive program. Select yes or no from the drop-down box, even if the job did not actually receive one for
the most recent annual performance penod.

Performance-Based Bonus
If the job is bonus/incentive eligible, please indicate whether the bonus is perfformance-based. Select yes or no fom the drop-down box

Last Bonus/incentive Amount Paid
K the job is bonus/incentive eligible, please prowde the average dollar amount that this job was paid in the most recent penod. ¥the job s eligible but did not receive
an annual cash incentive award, enter S0

Bonus/incentive Maximum Amount
If the job is bonus/incentive eligible, please prowde the maximum amount that the job would receive for achiewing expected or targeted results.
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Compensation Survey
Invited Participants

Ada County

Bannock County

Bingham County

Blackfoot School District #55
Boise Schoal District #1
Bonneulle County

Bonneulle Joint School Distnct #03
Caldwell Schoaol District #132
Canyon County

Cantral Valley #3568 (Spokane area)
City of Blackfoot
City of Boise

City of Caldwell

City of Coeur dAlens
City of idaho Falls

City of Lewiston

City of Menidian
City of Nampa

City of Orofino

City of Pocatello

City of Spokane

City of Spokane Valley

City of Twin Falls

Chvlian Department of Defense
Clearwater County

Coeur d'Alene School District #271
East Valley #3081 (Spokane area)
Federal Deposit Insurance Corporation (FDIC)
Gonzaga University

Idaho Falls School District #01
Kootenai County

Kootenai School Distnct #274

Lewiston independent School District #1
Nampa School District #131

National Resources Consenation

Nez Perce County

Nez Perce Trbal Executive Committes
Nezperce Joint School District #302
North Kaho College

Northwest Nazarene Unnersity

Orofino Joint School District #171
Pocatello/Chubbuck School District #25
Spokane #81 (Spokane area)

Spokane County

State of Montana

State of Nevada

State of Oregon

State of Utah

State of Washington

State of Wyoming

The College of ldaho

Twin Falls County

Twin Falls School District #411

U.S. Bureau of Land Management

U.S. Forest Senice

U.S. Geclogical Surey

U.S. Health & Human Sendices Department
USDA Farm Senice Agency, WA (Spokane)
USDA Fam Senice Agency, ID (Baise)
Valley County

Veterans Administration & Hospital
Washington State Unnersity

West Ada School District #2

West Valley #3832 (Spokane area)

G g

e of ldaho
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Private Sector Organizations Invited to Participate

Adecco USA ESI Construction POWER Engineers, Incorporated
Albertsons (AB Acquisition LLC) Fisher's Technology Providence Holy Family Hospital
Amalgamated Sugar CoLLC Glanbia Foods Qualfon Data Sendces Group LLC
Aspire Human Sendces Hagadone Hospitality Co Regence BlueShield of idaho
Basic American Foods Hewlett Packard Ridley’'s Food Cop

Battelle Energy Alliance LLC Idaho Central Credit Union Scentsy Inc.

Bechtel Marine Propulsion Corp. Idaho Forest Group Silverwood Inc

Bingham Memorial Hospital
Bilue Cross of idaho
Bodybuilding.com, LLC
Boise Cascade

Broulim's Super Market, Inc.
cHoM

Chobani idaho LLC
Clearwater Analytics, LLC
DEB Supply Co.
Deaconess Hospital

Deita Dental of idaho
Dickinson Frozen Foods Inc
Eastem ldaho Health Senuces

Idaho National Laboratory inl
Idaho Power Company
Idahoan Foods LLC

J.R. Simplat Co

Jacksons Food Stores Inc
Kootenai Medical Center
Kount

Meldeuca Inc

Monsanto Company
Mountain View Hospital, LLC
ON Semiconductor
Personnel Plus inc

Portneuf Medical Center

Somrento Lactalis Inc

St. Alphonsus Health System
St. Luke's Health System, Ltd.
Stinker Stores

Syringa Networks., LLC
Treasure Valley YMCA

US Bank

Valley Hospital

WDS Global

Wells Fargo Bank

West Valley Medical Center
Woodgrain Millwork inc

n Compensation Survey
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Compensation Survey
Your Organization / Pay Administration
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Costof | Market {Performance | Competency

Living ; Based :(Merif)Basedi Based Step Other
Factors that Determine Individual Salary Increases Adjustme nts Ad,mﬁﬂdjmrdsﬂqmm Increases Adjustments
- i i —
Check each factor that is used to determine pay adjustments O g i O a d a
For each box checked abowe, please provide the percent of pay
that you budgeted/paid out for this increase in the last year
. : [] Yes O |
Do you offer shift differential pay?
¥ yes (shift pay). please explain.
r M :
Do you offer pay for longevity? [ ves =
¥ yes (longevity pay). please explain.
. [ ves o
Do you utilize more than one salary structure? e i I I
: = ] ves O i
Do you pay for professional cenifications? :
(] Yes [Ono
Do you pay for the cost of obtaining the certification?
I [
Do you offer additional pay once certified? ves Lo
L] additional &x
i o -~
g DIMPen
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Compensation Survey
Job Descriptions

Accounting Technician

Faraprofessional DOOKKEEDNg W Ork. Frepares and processes a varkly of 3cCounting Socuments and Fansacions, and mantans
ACCOUNS. Accu.rmg Specaly may focus On ACCOUNtS payable, accounts recelvabie, colections, revenues, taxes, Judt research
and other related accounting 1asks. Review s JOCUMENIS 107 CONDISIENsss and acCUracy, Perfonms adustiments 1o data and
accounts, and Cevelops and prepares ad HoC reports o USe by Managament.

Disablitty Claims Adjudicator

Journey-ievel work evaluaing medcal evidence, psychologicd, voCational, ecucatonal and soclal Information o determine primary
dsanity dagnosis n complance wiih Social Securty AdminisYation poicy under Tite | and Tiie XVI of me Soclal Securty Act
review s disabilty claims 1o contnue benefts.

Grants OfMicer

m-ﬁﬂﬂmﬂﬂmmﬂmﬂfg’nﬂ!“. RevEWwSs and monitors expendiures o ensure hey are in
complance w Eh grant requirements. Analyzes, evalales and approves raquasts for reimbursement from grantees. May conduct
sle visis. Provioes lechnica assistance to grant applcants and grant NOErs. Frepares reports regaraing grant funaing and
expendtures

Bank Examiner

Journey-ievel w ork Nvolving i examination of financial records of banks w NN the state. Review s al factors baaring on banking
compiance w EN S1a02 and Teceral Gw . VErTEs e ACCUracy and MEgrTy Of AcCOUNTNG ProCEsSEs and proCEaures, prepares auan
TepOrts, and PArtcipates N pre-audt and pos!-auct CONTErences w kN clent offiCials and AOMNSIratve personnel

FAnancial Management Analyst. Senior

Analyzes program and pubic poicies. Oevelops, Implements, and coordinates poicy Improvement inklatves: and plans and
recommends organization structure and controls for fnancial management and related operatons of state government. Dentifies,
synthesizes diverse cutral social, organizational and technical processes. Conducts pudic poicy and issues analyses from a
fnanclal Impact perspective. Conducts program evaluations. Frovides depanmental technica assistance and Yaning. Provides
drection to low er level analysts

Typicaly requires an Associate’s degree and
one 10 tw 0 years of relevant w ork expenence.

Typicaly requires a Bachelor's degree and
One year of relevant w ork expenence.

Typicaly requires a Bachelor's degree and
one to tw 0 years of reievant w ork experience.

Typlcaly requires a Sachelor's degree and
one 10 tw 0 years of reevan W Ok experence.

Typicaly requires a Bachelor's oegree and
w010 four years of relevant work
experience.
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Buagst Manager

Cirecis and coordnates budgeting acvEes for a arge agency INCudNg buaget formuiation, mMontorng, and presentation. DIrects
complaton of data USed fo prepare budgets and 1 Justly Tund requests. Coordinates appropriations for dvisional and speciic
programs. Review s operaling budgets 10 analyze Fends afecting budget neads. Leads and direc’s e work of others. Defines
Issues and takes aoversanal positons.

Fnance Department Director

Oirects through subordinate MANAQErs and SUPEMVISCrs CtVIBES Of Significant, and highly compiex accountng, budgeting, andlor
adtng funclions. Serves as the deparmental chief MECal officer Dy drectng all TECA achviles of the depanment. Aovises
execulive, dvision, and agency drectors regarding Mscal operations. Deveiops and Inpiements department procedures and
controls. Manages and review s the formulation of the department's appropriation and dvisionregion budget requests. Sstmates
and analyzes program needs, prionties, revenue sources, federal maiching money and legsiation. Manages the alocation of
federd, state or oher grants. Evalates and apples guiceines for e Dudgeting process.

Training Specialist

Journey-ievel work developing raning courses. Determines employes and agency needs. Frepares kesson plans and related
nsructional materas. Researches and analyzes raning resources from outsice SOUrCes and recommends mMoaTications 10
Tainng programe. May estabish training program cojeciives.

Tax CompHiancs Officer

nvestgates, collects and enforces payment of celhguent tax ladities. Provides Laxpayer assistance and educalion. Contacts
taxpayers and ther representatives and aovises them of tax labiltes, laws and fing requrements. Negotates payment,
compromise, and Closihg agreements. Aftaches real property on tax Labilies and handies avoldance cases. May mentor and
35515 Other COmplance ofTICens.

Tax Auditor, Senlor

Journey-level work specalzing In 13x and revenue auditing. Serves as 3 teamleader. Frovides lechnical gudance and traning n
fax specialy. Researches and resolves AFficut tax issues and determines how 10 ODLIN JUCR Information. AnalyZes compiex
3cCOUNTNg Sysiems and related fhancial data 1 ceterming Ihe SCOPS and nature of adustiments. Frepares e TNAl audi repor and
presents and defends the report 10 management and the taxpayer. Fans, performe and communicates audt findngs. Makes pudic
presentations, conducts training and mentors empioyees In ofher business unks.

Desktop Support Technician

Froviges experienced, chnicdl desk 1op SUDPOM, FC Narow are and SOw are TOUDEShOOUNg. Narcw are'softw are Instalaton,
remote maintenance, and MAY PErTorm oW -10-mid level Network and appication aAMINSration fuNctions. Performs 3 vanety of
computer systems adminisTation and support tasks, cluding assessment, testing, documentng, Maintalning, and troubieshooting
user prodlems related 10 FC Nardw are, SOftw are 3ppiCatONs, Perpheral eqUIDMENT, COMMUNICANON OSVICES, USEr 3CCOUNts, and
Mutie operating systems. Works w i a variety of data and voice telecommunications systems and netw orking technoiogies.

Typicaly requres a Bachelor's degree and
management ievel experience.

Typicaly requires a Bachelor's dagree and
drector ievel expenence.

Typlcaly requires a Bachelor's dsgree and
one 10 tw 0 years of relevant w ork expenence

Typicaly requires an Associate’s cegree and
one 10 tw 0 years of relevant w ork experence.

Im requires lcensure as a Cenmag
Aublc Accountant or 3 Bachelor's dagree n
Accountng and four to sX years of relevant
W Ork expenence.

Typlcaly requires an Associate’s degree and
one 10 w 0 years of relevant w ork expernence.

State of idaho
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ProgrammeriAnalyst

Journey-ievel programming and analysis work performing al aspects of development, festing, and Impiementation of new
20plcations programs. Analyzes and CTUQUSS COMPUIEr OQTAME and SYSIEMS, and Jevelops New DIOgrams. REVIEW S USErs
requests for new Of Modried COMPUter rOgrams 1o determing feasbilly, cost and time required, COMpatIty with current system
and compuier capabilties. CoNMigures plan outining steps required o develop Program, UShg struchured analys’s and design.
Rans, develops, tests, and JOCUMENts computer programe, apolyng know l2dge of programming 12chniques and computer systems.

GIS Analyst
Journey-ievel w ork INterpreting and prepanng INformation 10f Gata CONVErsion and manienance Procacures of 3w ide variely of GS
hemes. Maintans the geographic datadase and performe Updates and edls. Frepares maps and data records as nacessary for
Qualty 3sSUrance proceduras of In response 1o nternal and external customer service data and mapping requests. Review s,
evaluates and verfies mapping data of theme's Provioed Dy Othar gOvernment 3gencies Of Private SeCior CONtractors for acCuracy
and consistency, Modrying and COMECtng database valuss as NECcessary. ASsists I the evaluation, development, adaptation and
programming of computer s0ftw are appicatons for data caphure, CONVENsion and mantenance procedures reated to GiS.

Network Analyst

Journey-ievel network acMNiSTaton Work N e panang, design, NSLARton, SECUMy, and Management of an Nntegrated,
geographicaly dispersed TOMMalion PrOCESsNg Network COMprised of muliple haroware plalforms, NTOAMBION resources,
communications protocols, and physical netw ork pologies. May define parameters 10 CONTIGUIAtons, and determing system
grow I rates and capacty requirements 10f SOftw are, harow are, and NTEAMaton Processing options.

Web Developer

Journey-ievel professional work estadishing polcies and procedures for pudishing Web pages and appications. Deveiops and
oversees wedslie design and creation. m.m.wm_m_m.m.m_mmmmm
of wedshes. Interview s clients 1o help hem clarfy her goas for estadlshing a webste. Designs o SUervises design of digtzed
Images, bamners, Dulets, cnarts, Image mMEps and OMer graphics fo enhance appearance of ste. Apples Knowledge of
programming techniques and computer Intemet systems.

Database Analyst

Jouney-ievel database administration, providng service and confinuous avalladify for database users on a large manframe
server. Designs, deveiops, hstals, and lesis new and enhanced database Eyslems. Ensures COMpPathlty and efMickency of
datadbase appicatons. Oversees and enforces siandards and procecures for use, Dackup, and recovery of data. Ensures
preparation of project phase plans, schedules, and cost estimates. fraing s1aff in data cataioging and Ibrary procedures. Ensures

securly of Gatabases and SUPPOMing Production software. Consulls On Gesign of ofher operating of appicalons systems.
Consuts with and advises 1op management on datadase sysiems.

Milliman Client Report

Typicaly requires a Bachelor's degree and
one 10 tw 0 years of relevant w ork experence.

Typcaly requires a Bachelor's dagree and
one 10 tw 0 years of relevant w ork experence.

Typicaly requires a Sachelor's degree and
one 10 tw 0 years of relevant w ork experence.

Typicaly requires 3 Bachelor's dagree and
w0 10 four years of relevant w ork
expernence.

Typicaly requires a Bachelor's degree and
one to tw 0 years of relevant w ork experience.

State of ldaho 30
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Information Systems Manager

Manages and drects al Information jachnoiogy activiies In a large agency/organizaton a iarge Information technoiogy function n a
centralzed hformaton technology organization. Exercises drect supervision over supervisors, professional, technical and
support staff and oversees contract work Reviews and montors INformation technoiogy OBCEES, Drocedures, and standards.
Montors complance w Eh govemmental reguiations and stafutes. Frepares budget and participates In organization w g2 Information
technology panning actviies.

IT Security Analyst, Senior

Develops and Impiements pOICIEs anNd ProOCE0Ures 1o SeCUrly and AISaSNer rECOvery. Analyzes DUSN2ss requirements and assEls
other IT St In the htegration of Mese requirements. Ensures all aDPICatons INCOMporate dISaster recovery procagures. Develops
and oversees securly eCUCANON and 3w ArenNess Programs Mroughout the organzation. Audiis securly access control design
practices to ensure adherence 10 polcies and procecures. AsSSSs Outsi0e audiiors. Bvaluates legisiation, reguialions, and Industry
practices and provioe technical expertse and project leadership 1 other T stafy.

Receptionist

Frovides front-Ine CusIOMEr S&MVic2 N Person and by telephone to refer customers 1o appropriate office of staft. Asks for
CuStomer's name, aTanges for appoltment with or NotNes person caled upon of CUSMEr's amival, guides calier 1o destnation,
and records name, time of call, nature of busihess, and person caled upon.

Administrative Asslstant

Performs highly responsibie and complex aOmnistralive support WOrk requirng broad organizational knowledge and the
interpretation and applcation of agency polcies, rues, and reguiations. Frovides confidential, secrefana support 1o an agency
drector of deputy Dy working hdependently on delegated tasks. Frepares Spectl repors and May resolve procecural, scheauing,
and other non-polcy Matters on behal of he execulive. M3y EXercise Droject-sPacific SUDENVISION Over S1afT 35 necessary.

Shipping/Recelving Specialist
Ship, receive, and oelver supples, materiais and equipment, and maintain Nventory control and records in 3 State w arehouse.

Customer Service Representative

Greets viskors and answers e lelephone. FOSSesses good Inow E0ge of 02panment Programe and senvices. Frovides and
ootans accurate nformation, explains and apples rukes, polcies, and procedures. Determines elgidity for avaladie services and
refers paopie to the appropriate department or staff. Adationaly, performs 3 variety of office support functions

Offics Support Speclaist

Performs office support of secretarial functions which require an h-geoth knowledge of assigned program of department
Ferfofme COMpIEX COMpUlEr OpErations. COMPOSSS COMEspondence. (Feales, review s, and DIOCE5Ses JOCUMENTS and records.
Oentfies and COMMects &Mors and oMSSIons 0N JOCUMENts recelved from siaff, deparments andior the public. MaNtaIns records.
Scheduies appohiments, makes ravel arangements, and mantaing caendars 1of SUPSrVIsor and staff.

Milliman Client Report

Typicaly requres a Bachelors degres and
management ievel expenence.

Typicaly requres a Bachelor's degree and
three to four years of relevant w ork

expenence.

Typicaly requires a high school diploma or
equivalent and slx moNts of relevant w ork

expenence.

Typicaly requires a high schoci diploma of
equivalent and one year of reievant work
expenence.

Typicaly requires a high school diploma or
equivalent and three mONMhs of relevant w ork
expenence.

Typicaly requires a high school diploma or
equivalent and sbx months of relevant w ork
expenance.

Typicaly requires a high school dipioma or
equivalant and slx moNths of relevant w ork
expenance.

State of idaho 21
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Office Support Supservisor

Supervise support s1aff of mutiple work units which may InCiude low &f leve! supervisors. Ensure effective w ork Mow , operational
conskstency, and ntegration of work units. Evauates, rans, and drects support. Determines traning needs and recommends
ranng programs. Sefve 3s 3 programidepariment expert which requires In-dpth knowieage and hdependent udgment In the
3pplication and Interpretation of rules, reguiations, polcies, and procedures. Develops and INplements new MEMNOCS, Procedures,
o $Taleges 10 50NVE W OMk DrobISMS and INDIovE Productivily. ASSessas office N2eds and Makes recoOMMENdations D Management
regardng equipment, space, and st requirements.

Program Support Specialist

Frovices a varety of high level program SUDPOM fuNcIons. Reviews and Processes cocuments. Determineés and explans
complance win 3w s, rules, reguatons and polcies and takes appropriate action. Maintans 3 manual of coMputerzed records
system Gathers Information, make GECEIONS, resove Prodiems, and respond to INquires. Conducts Nvolved searches which may
mmmmmmmmmumwmm.m.ummmw
nformation. Performs spacialzed SUPDOM w Ork Nat INVolves an extensive kNow iedge of the programigepanment.

Program Adminlstrator

Develops, Impiements, and Manages a Specic program winn he department o office. Coofdinatés plaming and project
management activbies. Respond 10 Questions and requests for nformation. Provides Taining on program objectves. Develops and
maintans cooperative reiationships with State, local, and private agencies. May suparvise subordnate staff In carmying out program
oDjectves.

Graphic Design Speclalist

Journey-ievel w ork In Tie design and production of printed publications and visual materials. Designing layousts, seiects text
ncorporates photographs, and creates Tustratons. Creates vSUAl artw ork 1r USE In teievision Productions of print meda using
Computer vio20-graphics and conventional an tachniques.

Buysr

Comples the necessary Information and takes ndependent action o procure supples, materals, equipment and senvices. Frepares
specTications and IVE3tons 10 bid, reviews and evaluates bids, and makes aw ard recommendations n accordance wih kegal
requirements. REsONEs vendor-user conficts, N2gotiales CONMracts and SSUSS SMErgency PUrChase AuthOrZations. CoNaucts
research and performs value and ife-cycle costng anays's.

Legal Assistant

Froviges support 10 atiomeys by CONAUCHNg résearch and assembing legal Materias for working f1es used N Jocketng cases.
Reviews roulne pettions regardng administratve appeals and prepares appropriate draft pleadngs. SCHecuiss deposiions,
prepares exhibits for court cases, and Mantans confidential legal fies. AssiS's aZorneys In ensurng that deadines are met for
fliNg Various Court actions, and may fie orders, judgments, pieadings, Driefs and other JocuMents on LENAT of an atormey.

Typicaly requires a Bachelor's dagree and
one 10 tw 0 years of relevant w ork expenence.

Typicaly requires an ASsociate’s degree and
ONe 10 1w 0 YEars of relevant w ork experence.

Typicaly requires 3 Bachelor's degres and
ONe 10 tw O yEars of relevant w ork experence.

Typicaly requires a Bachelor's osgree or
SquUValent w Ork expenence.

Typicaly requires a Bachelor's dagres or
SQuIVaIeNt W OrK expenence.

Typicaly requires a high schoo! diploma of
equivalent and tw 0 10 three years of relevant
WOrk experence.

State of ldaho
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Public Inform ation Speciallst

Ferforms pubic INformation acHVIUes In SUDPOM Of 3 O2panmMeNnts Operations and PUbIC relations. Wrtes and dstrbutes routne
New s releases COverng appontments, Programs, meetngs, and scheduled events. WITes routing SPaeches and Program scripts.
Deveiops and mantans a varkefy of meda contacss. Orafis responses and prowioss Information o medla and the pudlc. Makss
putiic presentalions and represents he department at meetngs and conferences. Researches background data and Nierviews
sources. Coorginates the w ork of CONSULants and vendors. Frovices INput for depariment pubIc reations QOAS and priomtes.

Ferforms professional pubic Information work by developng and Wrting news releases, feature stories, pamphists, brochures,
radio and television SCripts, and other aricies for an organization. Conducts research o verTy refadity of material 1o be pubished,

Conducts nienview s 10 secure Information. Answ ers Inquinies about organizatonal actviies. Arranges promotional photographs.
Serves as an ntemal pudic relations consutant 1D AAMNSTAtONS.

Research Analyst

Frofessional journey-level w Ork applying advanced stlisical methods and procedures. Develdops and designs models. Colects,
comples, analyzes and interprets results Of qualtative and quanitatve data Prepares TNANGS and coNCUSIONS.

Project Manager

Develops project goals, w ork plans, timednes, Implementation strategies, and evaluation methods for projects that have organtzation
wice Impact. Identres key stakehoiders, deveiop and Impiement strategies 1o encourage and odtain stakehoider andior communiy
aw areness and support, and identfy project parners. Identifes and coordnates w th program commitiees and A0VISOry groups.
Administers project DUOgE's, AUINCrZes expendiiures, Jevelops and MoNRors CONtracts. CoordNates publcty and develops
Informatonal materiis. Frowides drecton 0 project team

Library Asslstant

Faraprofessional lbrary w ork, w th review for agherence 10 establshed practices and for resulis, consisting of advanced technical
activites w thin a Ibrary unl. Conducts biblographic searches. Comects or updates Information on local fies/record systems.
Provides Informaton regarding IoCcations or avaliaoity of materal, resources, and services. May w ork w th specialzed colections
such as Bralle, sclence, mediche, etc.

Ferforms heavy-duty cieaning in hospitals, IoCker rooms, CIassrooms, dormmones, Iavatonies, or other areas. Cleans and shampoos
carpets, sUPs and re-w axes Moors, eTplies rash, dusts, and cleans wals, wiNdow s, Dathrooms, and oher general use areas.
Cnanges Ight bubs and mantains a smal supply closel. Sets up equioment for special events and services cieaning equipment.

Typlcaly requires a high school aiplom o
equivalent and tw o to three years of reisvant
Work expenence.

Typicaly requires a Bacheior's degres and
One year of relevant w ork expenence.

Typicaly requires a Bachelors degree and
one 10 tw 0 y8ars of relevant w ork experence.

Typicaly requres a Bacheior's dagree and

Typicaly requires an Assoclate’s degree and
one 10 tw 0 years of relevant w ork expenence.

Typicaly requires six months of relevant w ork
expenence.

State of Idaho
Custom Compensation Survey
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Maintenance Craftsman

Performs sent-sklled WOk | SUCh areas as carpanty, eiecTical puTDNg, healing and ar condtioning, and equipment repar.
ASSSIS Joumneyman electriclans In new Nstalatons. Maintans and repars pIUTDNG fidures and SYSIEMs. ASSiS!s joumeyman
punbers N the Instalaton and remodeing of PUTDNG Systems. Mantains and repairs heating, ventiating, and air condronng
systems. MONTors DOBS roOm by reading gauges for pressure and records In log book. Checls and repairs leaks N heating/cooing
systems. Replaces thermosiats, control and zone valves and pow er haads. Changes and w ashes flters.

HVAC Techniclan

Journey-ievel skiked w Ork associated w BN Me construslion, mantenance, and repar of ar-condbioning sysiems and assockted alr
handing, chiled w ater distrbution, and pneumatic control MEChanisms. Mantains refrigeration Units and thelr CoNtrol systems.
Ferforms preventve maintenance and identiNes e cause of the prodiem. Determines e materials and 100 Needed, the Method of
repalr, and INdepencenty COMPIEtEs repars.

Machanic

Journey-level w ork repaiing and maintaning motorzed vehicles and related equipment. Tunes gas and dlesel engnes, diagnoses
protiems, dsassenties unks, repiaces parts, and reasseTbies unts I vanous automotive Sysiems. Repars and mantains the
folow Ing conponents: Draking, cooINg. &ecirical, exhaust and emssions control, h2atng and aF condtioning, hydraulc and ar,
S18ErNg. and SUSPENSION SYSIEms.

Roadw ay Maintenance Technician

Advanced joumney-ievel technical hNighway and engneerng wom In mutiple areas of responsbiity. Utiizes highw 3y pans and
specfications, maps, aerlal photographs, GPS and GIS data for highw 3y maintenance of enginesrng aciviles. Ferforms the
folow Ing ActVies: CONSIruCIon NSpection, foacw 3y mantenance, pavement analys's, Matenas testng, Faffc services, vegetation
Menagement, Dridge Nspaction, survey, and design. Coordnates wiN varous ousice 3gencies N COMpUINg, checking, and
vertying quantties, materals, costs, and fnal CONMracir payments. May OFect others I oné Of more phases of 3 highway
CONSruction of malntenance project

Watsr Resource Agent, Senlor

Impiements state w ater @w s and Provides technical assstance 1 the pubilc. CoNdUCSs SCENTNG Neld eXamnations 1o measure rate
of water diversion and defermine location, method, purpase and frequency of appropriation 1 estadish extent of benefical use.
nterprets iegal CesCriptions, SUrvey piats, aeral photographs and maps 10 locate points of dversion and paces of use. Evaliates
new-use applcalons, amendments, fransfers and aduOcaton CRIME pertaning 1o water apErOPRtONS and recommends
appropriate acton. Reviews varibus dspartment requiations for Impact on natwral rescurces, technical correctness, and
complance w ih state and feceral w s and reguiations and department policies.

Typicaly raquires six months of relevant w ork
expensnce.

Typicaly requires a high school dipiora of
equivalent and three 1o four years of relevant
W Ork expenence.

Typicaly requires three 10 four years of
relevant w ork experience.

Typicaly requires one to tw o years of reievant
W Ork expenence.

Typicaly requires an Assoclate’s cegree and
w010 Tree years of relevant work
expensnce.

State of idaho
Custom Compensation Survey
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Maintenance Craftsman

Ferforms seni-skiled WOM N SUCh 3reas 3s CaPenTy, elecYical PUTDING, NEAng and ar conationing. and equipMent repar.
AsS!s journeyman electriclans In new hstalajons. Mantans and reparrs puUTDng fixtures and SYstems. ASStS joumeyman
puTbars h the Instalaton and remoceing of PUTDNG Systems. Mantains and repairs heating, ventlating, and air condmonng
systems. Monftors boler room by reading gauges Tor pressure and records n log DooK. Chacks and repalrs i2aks In heating/cooing
systems. Repiaces thermosiats, CONrol and Zone valves and pow ef heads. Changes and w ashes fiters,

HVAC Technician

Journey-ievel sklied w Ork associated w Eh e consiruction, maintenance, and reparr of ar-condtioning systems and associated air
nanding. chiled w ater ISIrDULION, and PREUTRTC CONTO! MECNANSME. MINANS refrQeration Unts and Mek conrol Systems.
Ferforms preventve maintenance and identries the cause of the prodlem. Determings tha matertals and tools needed, the method of
repair, and ndepandenty COMpietes rapars.

Journey-ievel work repairing and maintaining motorzed vehicles and related equipment. Tunes gas and dlesel engines, dlagnOSes
prodiems, dsassenbies unis, replaces parts, and reassembies NS N vanous automotive Sysiems. Repars and mantaing the
folow NG components: draking, COOING. eeCiTical, exnaust and emissions CONTOL, heatng and air condtioning, hydraulc and ar,
sieenng, and suspension sysiems.

Roadw ay Maintenance Techniclan

Agvanced journey-ievel technical highw 3y and engineerng work i mutipie areas of responsidity. Utizes Nighw 3y plans and
specications, maps, aertal photographs, GRS and GIS data for highway maintenance of engineering aciviies. Ferforms the
folow INg ACHVIDES: CONSIUCHON NSPECtion, roacw 3y MANtenance, pavement analys's, materals =2stng, raffic senvices, vegetation
ranagement, brigge nspaction, survey, and design. Coordnates win vanous oulside 3gencies n compuing, checkng, and
verfying quantties, materals, costs, and final CONracir payments. May direct OMhers In oneé of more phases of a highw ay
CONSIruCtion or mantenance project

Water Resource Agent, Senlor

Implements state w ater 3w s and Provides technica assistance 1 the pubic. CONOUCS SCIENENG Meid examinations 10 Measure rate
of water Version and geterming Iocation, method, purpose and frequency of appropriation 1 estadish extent of benefNcl use.
Interprets legal descriptions, survey plats, aerial photographs and maps 10 locate points of dversion and places of use. Bvalates
new-use appicatons, amendments, ransfers and adudicaton claims pertaning 1o water appropriations and recommends
appropriate acton. Reviews varous Jepariment reguiations for IMpact on natural resources, technical comectness, and
complance w N 513%2 and fe0eral law s and reguiations and d2panment poicies.

Parks & Recreation Ranger

Journgy-evel w Ork In 3 state park or historic sie providing education and Information services, Mantans park faciites and grounds
areas and ensures conplance wiEN park ruies and regutations. Works wth ofher pank staff to hire, Tain, schedue, and supervise
seasonal employees and vounteers. Frepares and mantans reports, expense Yansmitak, records, 0gs, and hventones.
Furchases supples and malerals. Prepares research reporis and procedurs manuals. Represents ihe depanment & meetngs
W ith the pudiic, USer andior special Interest grouns and partner agencies

Typicaly requires six months of relevant w ork
experience.

Typicaly requires a high school aiploma of
equIalent and three 10 TOUr years of reievant
work experence.

Typicaly requires three % four years of
reievant work experience.

Typlcaly requires one to two years of relevant
W Ork experence.

Typicaly requires an Assoclate’s oegree and
w0 10 Tree years of relevant work

experience.

Typicaly requires compietion of Law
Enforcement aining as mandated n state
stante.

State of idaho 35
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Parks & Recreation Manager

Management level work In the operation of 3 small 1o medum-sZed park. Frepares buaget, evaluates park and law enforcement
operations, plans and supervises constructonmantenance activiles, and promotes Park services. SUpervises permanent
$2350Nn3l 1eMporary and volunteer eMpDIoyess.

Carpentsr

Journey-ievel skiied carpentry work for the mantenance and repar of buldings. Constructs and repars wooden structures and
structural parts. Reads bleprints, COMpUtEs CIMENsions, CUls and asSembies frameworks. Uses hand 1008 such 35 Saws,
nammers, onis, GMNes, evels. and oher carpentry tools. May oesign and construct custom office fumiture o meet unusual
conaTions and neecs.

Bectriclan

Journey-ievel sklied work In the mantenance, repalr and troubie-shooting of electrical systems. nstals and maintans electrical
appiances, equipment, and coMponents suCh as panels, Crcull breakers, CONNECIONs, SWACHEs, TansTOrMers, and emergency
generators. DI3gNOGES and COMECES electrcal system and equUIpMeNt MATuNCIons USING tools and test equipment. Reads blueprnts
angd other arawings. May provide technica guidance and NSTUCon 10 Iow &f level enployees.

Journey-ievel skiled work I the Instalation, maintenance, and repar of PUTDING systems and fixtures. NStals and troubieshoots
w ater heaters and steamines. May maintan natural gas applances.

Buliding Superintendent

Rans, drects, and performs repakr and mantenance of a lage bulking or 3 compiex of smaler buldngs. Supervises and Tans
staft,

Detary Alde

Apples detary guiceines and prepares food Under supenvision. Cieans and santizes cooking utensls. Frepares records and
repcrts.

Registered Distitian

Journey-ievel professional distetc work. Develops menus and speclal diets. Consuts wEn patients regarding detary needs and
Issues and provices them w it training and educational services. Consuts with other heakh care professionals regardng care and
freatment of patients w BN special distary needs.

Licensed Practical Nurse

Journgy-evel practical nursng work In the care and treatment of Me i, hjured of frmed. Participates 3s 3 menDer of a nursing

team In carng for the L needs of Me patient. Partcipates I planning and Implementng patent care pians. ODServes and
comrunicates patient condion. Administers kegaly prescrided medcations w RN e sCope of state W and Instautional policy.

Typicaly requrres a Bachelor's degree and
management ievel experience.

Typicaly requires four years of relevant w ok
expenence.

Typicaly requires state lcensure as a
Journeyman Bectrician and 1w 0 years of
relevant work experience.

Typicaly requires state kcensure 35 3
Journeyman AUMDer and sk mons of
reievant w ork experience.

Typicaly requires tw 0 y2ars of reievant wort
experence.

Typicaly requires a high schodl aipioma or
£quIaient and sX mMONMNS of rEievant w ork
experience.

Typicaly requires regisiration as a Diettian
w N the American Dietetic Association and
state licensure by the Board of Medcine.

Requres licensure 10 praciice as a Practical
Nurse.

State of ldaho
Customn Compensation Survey
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Registerad Nurse

Journey-evel professional drect patent care and Teatment to patients of residents. Flans and Implements pabent care plans.
Evaluates responses 10 reatment and MaNtans COMprenensive palient care records. AGMNISiers legally prescrbed medications
Whin the scope of state Bw . May supervise staff as assignad.

Murse Manager (RN)

Supervises NUTsng S1aft and ensures qually management Provides CONSURANoN and 1alson w kN SafT, heath care providers, and
e communty. Evauates siaff performance. Flans, Organlzes, and SUPErVISES NUMSNG programs. Dentfles parmerships of
resource sharing opportunities. Develops and Oversess contractual agreements for services. Utizes consideradie know kedge of
applicabie state and federal ws and reguiations. Ensures complance with and monitoring of the appropriate standards. Ensures
nformaton s dstributed and Faining Is conducted 1o Inemal and external INdl U3 Of groups.

Welfare Services Techniclan

Frovides treatment and support services for clents by hstructng homemaking, daly IVing and jod attanment skiis such as
money/budgeting. parenting. personal hygiens, and social skils. Manages and moniiors clent maadapive behavior, folow -Tvough
and achievement of goas and agreements and eNSUNes ACCESS 1 SENVICES. Serves as 3 clent advocate In meetings and win
S&MVICe Provioers. ACtS as a role model and MoNNors Tamily and Chid viSES and report obeervations. Codects 4ata and arranges Tor
SUPPOrT SEMVICEs.

Frovices assessment muifaceted chical therapy and'or renaditatve services 10 clents and familes. MM1
dagrostic Impressions, dagnosls, and recommendations. Selects, SCOres, adminsiers, and Interprels psychologcal iesis.
Fresents assessment resuts to mutdiscpinary am Faricipates I treatment plamning. Frovides forensic services. Designs and
Implements training. CoOrAINa%es Program w i OMer service provioers and community organizatons. Frovides clent, famity, and
cOmTUNTy 20UCATION S&rVIces.

Veterans Service Officer

Frovices technical assitance o veerans and thelr cependents N oDLINNG enttied veteran benefs and provide tranng,
Information, and lalson 10 veteran service staff and afTEated organizations. Review s bansft appications to ensure complance wih
federal and state law's goveming veteran benefts. Provices Input to develop program godis, priorties, and budgess. Authorzes
expendtures from the Veleran's Emergency Relef Frogram. ODWINS pow ef-0f-aftorey and represents caimants. Refers cenied
caims to appropriate natonal Office for AIMNSTalive review. MaNtans records of Case review's for SIANSICAl accountng and
folow -up.

Workforce Specialist

Journey-ievel work I providng empioyment counseing 1o Indvicuals w Eh Job placement probiems by 3ssistng with occupational
choices and developing realstc voCatonal goals. Provides clent assessment through the use of specialzed tests, personaly
profies, education, work hisiory, medical considerations, and family needs. Refers clents 10 raning and educational Programs 3s
nacessary. Writes and upaates plans of sefvice, and provides ongoing monkoring of clent's progress.

Milliman Client Report

Requres licensure 10 practice as a Regstered
Nurse.

Requrres Icansure 10 pracice as a Registered
NUrse and one year of relevant sUpervisory

experence.

Typicaly requires a high schoo! dploma and
six months of relevant work experience.

Typicaly requires a Master's gegree and one
year of reievant w ork expenence.

Typicaly requires a high schoo! diploma or
equivalent and tw 0 10 three years of relevant
W OrK EXpenence.

Typicaly requires a high school dpioma and
one year of relevant w ork expenence.

State of idaho 37
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He alth Egucation Specialist

Professional level w ork panning, Impiementing, and conAUCEINg haalth promotion and pubilc hEath 2AUCAtIoN Programs for
INEVIOUAKS, groups and the communtly. Develops program Matertis and makes presentatons regarding program aciviles.

Health Program Manager

Develops, Implaments, and evaluaies the organization's health program actviies. Develops project plans, polcies, and contract
proposals. Developing data coliection and analysis siratagies Tor ULEZation patiems and Needs assessment. Deveiops and
MONLOrS SENVICRICONIract agreements and ensures quallly assurance. Conductng sl review s 1 evaluate conplance with state
ana Teceral reguiations. KJENtTIes DroDIEM areas and recommends solutions. Trains and provides technical assistance and
Informaton 1o contractors, physicians, heath professionais, and the puble. Makes presentations 10 provioers and communty
organzations. May secure funding from grants and private coNtrioutors.

Corractional Officer

Journey-ievel securly work In 3 commectional InstRution. Ensures securty and maintaing order by escoring Inmates within and
outsice the Insthution. Conducts searches of Inmates 10 control conraband. Inspects nmate Iving quarters to ensure cleaniness
and santation. S1ands w atch on an anmed post. Fatrols grounds and paricipates i inmate counts.

Probation/Parole Oficer

Journey-ievel w oMk providng professional COMectional w ork NVoing Juveniie of 30Ul probationers andlor paroiees. CoNTUCts pre-
sentence and pre-hearng IMVesigations for USe In proDaZon and parcke proceedngs. ASSSIs clents wih personal, S0CE,
fhanclal, fanty, employment and psychological prodiems and works wEh communty service agenckes and law enforcement
authorties 1o enhance the process of Integrating offendars back Into Tie communty. Supervises released offenders by enforcing
parcle agreements and stpulations, and prepares PErodic repors On el actvities. Recommends remedal action when
F0peoonate.

Soclal Worker

Journey-ievel work performing professional icensed sockl Services of cinica soclal services. Apoles social work principles 1o
nvestigate, protect and provide socidl service nfervention to chidren and famiies Naving probiems win negiect abuse,
osinquency Of other socll probies. Frepares case assessments and 0SSIgNs Case pans. Evauates progress of clent and
famies. Montors placements and prepares court and ofher reports for foster care, a0opion, o ofther soclal evauations. Mantains
case fles.

Youth Rehabilitation Speclalist

Counsels and supenvises severely delinquent youth. Controls physicaly hostie and agoressive youth who may present a hazard to
Ife and proparty. structs youth In peer-counseing memods and guides peer-group Interacton 1o Gently and resolve parsonal,
behavioral, and social prodiems. Conducts Indvicual and group therapy and assesses youlh treatment progress. Deveiops and
Impiements NAVIIUA a0 group Yeament programs. Evaliates reatment 0ata and records. COnsuRs wEN SafT regarang youth
behavior, special needs, and adustment probiems.  Explains treatment programs and goals 10 17T and ensures Use of approprate
ntervention methods. Trans staff In Merapeutic Ntervention methods. Sefves 3s yOUM advocate and provides Kaison w ith judica,
communty, and family representatves. Mantans securty and safety of youth. Unusual work hours are required as wel as
avalladify to respond 10 emergency siuations w Ehin 30 mhutes.

Typcaly requires a Bachelor's dagree and
one year of relevant w ork expenence.

Typlcaly requires 3 Bachelor's dagree and
w0 10 Tree years of relevant work
expernence.

Requires compietion of Law Enforcement
traning as mandated b state statite. In
aadtion, typically requires tw o years of
relevant w ork experience or post high school

Requres compietion of Law Enforcement
traning as mandated n siate state. N
acdtion, typically requires and a high school
diploma or equivalent.

Requrres Icansure 10 pracice as a Licensed
Chnical Sockal Worker. In addtion, typically
requires a Bachelor's degree.

Typicaly requires 3 Bachelors degree and
one 10 1w 0 years of relevant w ork expenence.
Must DECOME Certfied by the Peace Officer

Standards and Traning (POST) Academy.

State of idaho
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Correctional Lisutenant

Supeniisor over officers who mantain order and direct the conduct of Inmates N 3 COMeCiond Nsttution. Schedues and assigns
work 1o Officérs. Provides iaff traning 0 énsureé conslent enforcement Of rukes and appication of slandard Operatng
procedures. Evauates officer performance. Recommends department pans and poicies.

Correctional Manager

Manages community-D3ased cormectional faciites and assochited programs, of 3 COMDINAToN of MAOr Programs such 3s securty,
renabiltation and freatment, ana'or operations In 3 state correctional facity. Forecasts, develops and controls multpie programand
department buogets and develops department goas. Ensures the civil ignts of offenders are provided for and protected. Medlates
conficis betw een nternal and extemal organizations and Indvicuals. Manages confracts wth service providers. Mantains a ciose
reatonship w M Iaw enforcement agencies, COUMs, Farcke ComMmISSion, andior INterstate Compact.  Subject 10 24-hour emergency
cak-back.

Fsh & Game Officer, Senlor

Journey-ievel professional aw enforcement work In e area of fsh and game management Ratrols large, often remote
geographical areas for violtions of game, Nish, and walercraft w s of accidents. lssues Clations, secures complints, conducts
Nvestigations, makes amests, wMes reports and tesaries in court. Coliect data on fish and wilkdife popuiations. Sell loenses and
provide Information 1o e publc.

Journey-ievel work enforcng mofor vehicle traffic laws and al cnmMindl @ws tvough ground patrols. Conoucts crimnal
nvestigations. Patrols e sYeets and Nighw ays or e purpose 0f preventing crime, mantaning order, and promoting safely.
nvestigates molor venicis crashes. Frotects residents, employees, the general pubiic and proparty.

Police Captain

Manages all enforcament and SUPPO operations for patrol of NVestigatons w thin 3 district. Develops and ensures appropriate
programs 10 prevent he oss of IMe, personal njury, and propenty destruction. Develops and Impiements short and long-range plans
and programs to Improve communty, pudic, legisative, and media relations. Ensures acequate resources are avalabie to fully staff
speciaty programs. Ensures ful participation of subordinate s1aff n he prosecution of offengers.

Wiidlife Techniclan

Works wEN DIOOgISSs and program managers as part of a wialle program team Conducts widife surveys and counts. Colects
fisid 0313 and recorss Nformation. Manting sqUIpMeNnt SUDErVSes VOUNLEErs on 0CC3sN.

Milliman Client Report

Requrres compietion of Law Enforcement
traning as mandated n state statute. In
acation, typically requires one year of relevant
SUpENVISOry level expenience.

Requres completion of Law Enforcement
trahing as mandated in state statute. n
aadton, typically requires a Bacheior's Dagree
Wﬂl\‘mtmmm&

Typicaly requires permanent status as a
Consenvation Officer of one year of relevant
WOk EXpErience as 3 sw oM peace officer.

Requires compieton of Law Enforcement
traning as mandated I state statute, Incuding
advanced Nied traning. Must possess a vald
dnvers Icense and pass a background
NVEstgation and polygraph eXamination.

Requrres completon of Law Enforcement
franing as mandated in state statute, Incudng
aovanced fieid traning. Typicaly requires a
Bachelor's dagree of five to seven years of
reievant management level expenence. Must
possess 3 vald anvers Icense and pass a
Dackground nveslgation and polygraph
examnation.

Typicaly requres an Assoclate’s degree and
one year of relevant w ok experence of a

Bachelor's degree.

State of Idaho 30
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Environmental Heaith Specialist

Ferforme professionaltechnical work Involving e enforcement of pudiic sanfialion laws and reguiations © prevent dsease,
promote environmental health, and protect consumers. Makies feld NSPacions and CONOUCES Nvestigations of 100d processing
plants, marketing facities, eatng estadishments, water supply faciibes, sew age ireatment plants, sold waste dsposal facilies,
and other publc of private I0C3TONS. PArtcipates N heal sUrVeys, VECior control programs, and SIMiar pudic NeIth achyes.

Journey-ievel professional scientfic work applying dversiied Inow iedge and acvanced sclentfic principles, theories, CONCEpSs,
and techniques. Ferforms analyses related 10 3 spectic enviroNMental Meda or SCIeNtTic dSCine. RECOMMENG3tons have 3
drect affect on program polcies. Frovides SOILTONS, S1andards, and Profocoss 10 3 wide range of Afficull Probiems. Serves as a
135K 10r0e METDEr o 18am IB302r 10r 3 Group Of SCIENTSts and SUPPON PErsoNNal o ON-going POJEC!S OF Studies.

Chemist, Senlor

Journey-evel w ork performing professional chamical Booratory work. Apples advanced nsirument analysis technigues 1o identry
and analyze chemicaly construcied or bonded mMatkerials and subsiances quantiatively or qualtatiely.

Forensic Scientist, Senlor

Ferforme advanced, Mult-vel examinalions and analyses. Pans and Manages a iarge and dverse raglonal of statew 08 case
103d. Supports state and local legal and criminal ustice agencies. Serves as nteragency Kalson. Trans and acts 3s supervisng
analyst In casew ork speciaty.

Engineer In Training (Civii)

Entry-ievel professional w ork In Il engineering. Ferforms progressively responsibie engineerng duties associated with planning,
arafting and design, materls testing, Consruction, Preparing and review INg Specircations, mantenance of roads, bridges,
bulicings, w ater proiects, and reporing and research. Apples standard engineerng menods, lechniques, practices and principies
of engneerng. INCUMDents w ork under the supervision of a Frofessional Engneer(s) and receive on-Me-job, structured training for
approximately four years whch s a prerequistte 10 Icensure as 3 Frofessional Engineer. After cenricaton as to compietion of
franing, candidates w il b2 elgbie 10 take the examination 1 become 3 Frofessional Enginesr 3s detenmined by the idaho Board of
Frofessional Engneers. Responsibiies d2pend on specialization of the postion, and can be varied In any of the discipines
assoclated w th engineering. Works under close supervision. Receives speclfic and cetalied Nsructions as 10 required tasks and
results expecied.

Engineer (Technical)

Journgy-ievel work winn technical speclaty. Performs al nofmal and cOoNventonal aspacis of joumey-evel engneerng and
provices consuliation w Eh other professional engineenng staff and management n ther speciaty. Apples Intensive and dversTied
know leage of engineering principies and practces. Rans, scheduies, conducts, and coordnates detalled phases of the enginesring
work. Mikes ndapendant ceclsions on engineering problems and methods and represents the organizaton In conferences.
Develops Improved techniques.

Typicaly requrres a Bachelor's degree and
one year of relevant w ork expenence.

Typicaly requires a Sacheior's degree and
fOUr years of refevant w Ork eXpenence of a
Masters degree and tw 0 years of relevant

W ork expenence of a Doctorate of Alosophy.

Typicaly requres a Bachelor's dagree and
hree years of relevant work expenence.

Typicaly requres a Bachelor's degree and
three years of relevant work expenence.

Typicaly requires a Bachelor's dagree and
certfication as an Engineer-n-Training or
Verification of passing score on he
Fundamentals of Engneering Sxamination.

Typicaly raquires a Bachelor's oegres,
Icensure as a Professional Engineer and four

years of relevant w ork expenence.

State of Idaho 40
Custom Compensation Survey
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Milliman Client Report

805  Enginesr (Civil)

Journey-ievel professional civi enghesrng w ok associated wii the panning, designing, and consTuction of structures, faclites,  Typicaly requires 3 Bachelors degres,

nighw ays, Drioges. Yansportation systems, INCUdng drahnage systems. Work nvolves hospendent evaluation, acaptaton and  Bcensure 3s 3 Arofessional Engneer and thvee
mModricaton of slancard techniques, procacures, and appication of Maory and practical engineenng expenience. Flans, schacuies, 10 Tour y2ars of relevant w Ork expenance.
and coordinates detaled phases of the engineerng work i part of 3 major project o In a total project of moderate scope. Requires

regsirationicensurs as a Frofessional Engneer (FS). May overses work of technical stafr.

810 Engineering Manager

Pans, organizes, directs, staffs, and contros the equivalent of a rge department w Eh multipie engineerng appications. Deveiops Typicaly requires a Bacheior's gegree,
depanment polcies, rukes, procedures, standards and specficatons. Ensures he enforcement of unform mterpretation,  Bcensure as 3 Professional Engneer and
application, and Inplementation of engheerng standards and procedures. Develops crierla, concepts, and cos! estimates.  management level expenience.

Frepares Tna 0esigns and specifications. Prepares technical reports, COMespondence and pubications.

State of ldaho 41
Custom Compensation Survey
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Appendix F — Korn Ferry Total Compensation Report
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Introduction

In 2018, the State of Idaho (the *State”) requested an update of the total
compensation analysis last conducted in 2017. Specifically, the State asked
Korn Ferry (“KF”) to do the following:

= Compile salary market analysis results from published, custom and KF survey sources
= Conduct benefits market analysis

= Determine total compensation market position

= Support CEC report updates

= Present findings to legislative committee
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Project methodology

The following survey sources were used (one addition since the 2017 analysis)
to compare average pay for the State’s 255 classifications to the market:

= Several survey sources were compiled and provided to KF by the State:
- Westem Management Group (July 1, 2018)
Northwest Healthcare Survey (January 1, 2018)
Northwest Management Professional Survey (May 1, 2018)
Northwest Engineering, Science, and Project Management Survey — new for 2018 (May, 2018)
Northwest IT Survey (June 1, 2018)
NCASG - 9 States in Relevant Labor Market (July 1, 2018)

I

= KF combined these sources with its own data:
- Korn Ferry General Market (May 2018) — adjusted for cost of labor in Idaho*

= The above salary data are projected to January 1, 2019, using a 3.0% annual rate

= The State also provided the results of the Milliman custom salary survey of employers in Idaho

- The survey included 75 classifications, covering approximately 4,000 employees (31% of the classified
workforce). Not all of the 75 classifications are aligned to the 255 benchmark classifications

- Survey responses came from 25 organizations, 64% of which are public sector (States, Counties, Cities,
Colleges and School Districts)

- The custom survey is effective August 1, 2018, but for purposes of reporting results in this report, the data
have also been aged to January 1, 2019

* Cost of labor is determined using Economic Research Institute statistics regarding pay levels based on geographic

—~ area. Cost of labor is different than cost of living, which only reflects the supply and demand for goods and services in
( 4 @ geographic area which are influenced by factors that are often independent of local wages B
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Project methodology (continued)

The following comparator markets were used for the 2018 benefits analysis
- General Market — General market (private sector) organizations with employees in Idaho, as well as Nevada,
Oregon, Utah and Washington contained in our current benefits database
— Public Sector Market — Public sector organizations (states, counties, cities, etc.) in the West, excluding
California
= Refer to the appendix for more details regarding KF's methodology and the market comparator
groups

Statistic Definition

P25 P25 is the 25th Percentile, meaning that 75% of the market data is above this point, and 25% is
below

P50 / Median P50 is the Median, meaning that 50% of the market data is above this point, and 50% is below

P75 P75 is the 75th Percentile, meaning that 25% of the market data is above this point, and 75% is
below

Market Average pay in the extemal labor market as determined by published salary surveys for similar
Average jobs in the market
Weighted Average salary by job that takes into consideration the number of employees in a particular job.
Av e?a The more incumbents in a job, the more “weight™ the average salary for that position will have
e in the calculation
i ;
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Salary market
competitiveness
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Salary market competitiveness

= Certain jobs/job families have improved their competitive position in the market, while some jobs
have moved further behind. In aggregate the State’s market position for cash improved relative to
the public sector market, but declined relative to the private sector compared to 2017

Idaho vs. Private Sector Idaho vs. Public Sector Idaho vs. Custom Survey

Market Average Market Average Market Median
2017 | 2018 2017 | 2018 2017 | 2018
Actual Base Salaries -23.9% -25.6% -14.1% 12.9% 9.0% -8.7%
Base Salary Policy -20.2% -21.6% -9.9% -1.2% N/A N/A

= The reduced competitive market position is due to increases in Northwest Health Care, IT,
Professional/Management surveys that exceeded the average 3% market movement

= The market position of the State’s base salary midpoints in 2018 mirrors the actual base salary
market position for both public and private sector

= The Private Sector and Public Sector results are based on KF’s analysis of external survey data
provided and compiled by the State of Idaho, plus KF's database for employees located in Idaho.
Each private sector survey source is equally weighted

= The Custom Survey results are based on the findings of the recently conducted survey by
Milliman
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Salary market competitiveness

To compare the competitiveness of total compensation, the Private Sector and
Public Sector salary data was aggregated as follows:

= Jobs were grouped by pay grade
= Jobs were weighted by number of incumbents

= Jobs were excluded from the analysis on the following basis:

- Engineenng and health care positions that are typically paid a premium and may fall outside of standard pay
ranges

- There are no current incumbents in the position

= The jobs included cover 8,510 employees out of a total of approximately 13,000 or 66% of
incumbents

= The comparisons outlined on the following page are the basis for the total compensation charts
shown in section four

4
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Salary market competitiveness

Salary Comparison by Pay Grade

Actual Pay

eighted (Idaho %| Weighted

w
Salary Diff

Policy

Idaho % | Weighted
Diff

#
v 2 X $226,044 | 5155,114 $221,903 5$159,114 $221,903
R 3 0.0% $119,142 | $146,361 -19% nfa n/a $146,361 -24% n/a n/a
Q 12 0.1% $114,669 | $152,539 -25% | 5116,450 2% $152,539 -34% $116,450 -14%
P 78 0.9% $89,702 5134345 -33% nfa n/a $134‘345 -32% n/a n/a
0 168 2.0% 586,793 | $121,233 | -28% | $93,780 7% $121,233 -31% $93,780 -11%
N 330 3.9% $73,540 $104,277 -29% 584,774 -13% $104,277 -26% 584,774 -10%
M| 1042 | 12.2% | $64346 | $87.040 | -26% | $73315 | -12% | | $87.040 -20% $73,315 -5%
L 1353 | 15.9% $54,771 $75685 | -28% | 562,380 | -12% §75,685 -19% $62,380 -2%
K 1087 | 12.8% 547,593 $65,023 | -27% | $56303 | -15% $65,023 -16% $56,303 -3%
J 820 9.6% $41,081 $55,475 -26% 545,120 -9% $55,475 -12% $45,120 8%
I 1639 19.3% $37,255 $48,943 -24% $45,612 -18% $48,943 -12% $45,612 -6%
H_ | 1302 | 15.3% | $32543 | $42241 | -23% | $37923 | -14% $42,241 -13% $37,923 -3%
G 341 4.0% $28,105 538,043 -26% $35,626 -21% $38,043 -16% 535,626 -10%
F 120 1.4% $27,870 $36,535 -24% $31,714 -12% $36,535 -23% $31,714 -11%
E 213 2.5% $23,230 $30,730 -24% $§27,727 -16% $30,730 -19% $27,727 -10%
Overall| 8510 | 100.0% -25.6% -12.9% -21.6% -7.2%
_‘—1 10
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Benefits market competitiveness

= The State’s current overall competitive market position for benefits is consistent with the 2017
market position

State of Idaho vs. State of Idaho vs.

Private Sector Market Public Sector Market

2017 2018 2017 2018
Total Benefits P75 P75 P50 P50
Retirement > P75 > P75 P25-P50 P25-P50
Healthcare > P75 > P75 P75 P50
Disability > P75 > P75 > P75 > P75
Life Insurance P50 P50 > P50 P75

= Charts and tables in this section illustrate the State’s market position and highlight the key drivers
of benefits program value for the State
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BENEAT VALUE
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BENEAT VALUE
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Retirement
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Benefits review - Retirement

Retirement Key Findings
The State continues to provide employees with a defined benefit (DB) retirement program:

« DB formula = 2% x highest 4 years pay x years of service
o Employee contribution of 6.79%

o Fully vested after 5 years

o Guaranteed COLA based on CPI

o Reduced early retirement at age 55 — 6% per year

Employees may make contributions to a 401(k) or 457 plan provided by the State. The State does
not make any contributions to these plans

Defined Benefit plans are not common in the Private Sector (only 10%), however, they remain
prevalent with the Public Sector (90%)

Both market groups offer Defined Contribution plans; however, most Public Sector organizations do
not make contributions to these plans. In the Private Sector, DC plans, such as 401(k) plans, are the
Market primary retirement vehicle for making employer contributions

Employer retirement contributions to DC plans in the private sector are 5% at the median. Employer

contributions are a combination of matching contributions and fixed or discretionary contributions

* Contnibutions to DC plans by states in the form of a match or fixed contribution are increasing in

prevalence, but are not the typical market practice

The State’s DB plan continues to be competitive when compared to the Private Sector, where DB

plans are not prevalent

Public = P25.P50 The State’s DB plan is less competitive when compared to other Public Sector organizations driven
- largely by higher required employee contributions (6.79%)

State of Idaho

Private = > P75

-~
.‘ 16
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Idaho vs. Private Sector - Total Retirement
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BENEFIT VALUE
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Health Care
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Benefits review — Health Care
Health Care Key Findings
The State of Idaho provides employees with three (3) Medical/Rx plan options
« The PPO is the prevalent plan; employee contributions for which are 5% for single coverage and
15% for family coverage
+ The HC value is enhanced by the 2 month premium holiday recently provided to employees

* The PPO has low deductibles ($250/5750) and modest out-of-pocket limits ($3,000/$6,000), with 15%
coinsurance for In-Network services
* The State also provides dental coverage, with employee cost-share of 32% for single coverage and

78% for family coverage. The State’s dental plan provides coverage of 80% for preventive and basic
services and 50% for major services

= Vision coverage is bundled under the medical plan and included in the medical premiums
= APPO is the prevalent plan type in the Private Sector Market. Plan design features have remained
consistent:

* Median deductible of $1,000/$2,000, out-of-pocket max of $3,000/$6,000 and 20% coinsurance.
+ HDHPs are offered by 60% of the market. HDPs are the most prevalent for 25% of the market
+ Employees pay approximately 20% of medical premiums, 35% of dental and 100% of vision

= A PPO is the prevalent plan type in the Public Sector Market

» Median deductible of $750/$1,500, out-of-pocket maximum of $3,000/$6,000 and 15%
coinsurance

« Emplovees pay approximately 20% of medical premiums, 35% of dental and 100% of vision
Pri > P75 * The State’s health care plan is aligned with the public sector market median; however, there is not
Tivate = > much difference between the P50 and P75 in the public sector

* The State is more competitive when compared to the Private Sector due to lower plan design cost
sharing (deductibles and coinsurance)

Public = P50
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BENEAT VALUE
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BENEFIT VALUE

Idaho vs. Public Sector - Health Care
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122|FY 2020 CEC Report




Disability

State of Ildaho

Market

Private = > P75
Public => P75

Benefits review — Disability

Key Findings

Sick Leave - state employees accrue sick pay (4 hrs per pay period; i.e. 13 days per year) with no
limit on camyover onto the following year

« By not limiting carryover, employees may be able to use their sick leave to help cover short-
term illnesses/disability at 100% of pay
Short Term Disability (STD) - the State provides employees with employer paid STD program which
covers 60% of salary for a period up to 26 weeks

Long Term Disability (LTD) - the State provides an LTD benefit of 60% up to a $4,000 monthly
maximum after 26 weeks

Sick Days / Leave — 5 to 7 sick days annually (with no carry over) is prevalent in the Private Sector,
while 10-12 days is more common in the Public Sector. Carry over of sick days is highly prevalent in
the Public Sector

STD - Employer paid STD is more prevalent in the Private Sector, but has some prevalence in the
Public Sector. The median STD benefit is 60%

LTD - 60% employer paid benefit is most prevalent in both the Public and Private Sector markets

« Monthly LTD maximums are higher in the private sector (510,000 at the median) than the public
sector ($4,000 to $6,000)

The State’s combination of sick days (100% of pay), employer paid STD (60% of pay) and employer
paid LTD (60% of pay) is above market practice and provides competitive income replacement
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BENEAT VALUE
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BENERAT VALUE

Idaho vs. Public Sector - Disability
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Benefits review — Life Insurance

Life Insurance Key Findings

The State provides employees with basic life and accidental death and dismemberment (AD&D)
benefits of 1 times salary with no maximum

» Supplemental life coverage of an additional 1 to 3 times pay is available to employees (ee paid)
+ Spouse coverage of $2000 and child coverage of $1000 is available to employees

State of Idaho

* The majority of Public Sector organizations provide either a flat basic life benefit (median amount of
Market $50,000) or a salary based benefit with a low maximum ($50,000)

= In the Private Sector group, all provide a percentage of salary benefit (median of 1 times salary)

* The State’s benefit is aligned with the Private Sector market median

* The State's salary based life insurance benefit is above that of the Public Sector
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BENEAT VALUE
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BENEAT VALUE
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Total compensation market competitiveness

State of Idaho vs. State of Idaho vs.
Private Sector Market Public Sector Market
2017 2018 2017 2018
Salary -23.9% -25.6% -14.1% -12.9%
Benefits 8.8% 7.3% 85% -9.6%
Total Compensation -12.2% 12.4% -10.9% 10.7%

= Private Sector — Idaho’s base salary market position is largely unchanged from 2017 to 2018
and is more than 20% below the market average. Below market salaries continue to depress the
overall value of benefits, resulting in a total compensation market position that is more than 10%

below market average

= Public Sector — Idaho’s base salary and benefits market positions relative to the public sector
have also not changed in 2018 over 2017, resulting in a similar total compensation market

position in 2018
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Total compensation market competitiveness

Total Compensation Comparison by Pay Grade — Private Sector

Idaho Employees

Weighted

Idaho %
Diff

Salary

Benefits Values

Total Remuneration

Idaho % Idaho %
Private Diff Private Diff

v $226,044 | $159,114 | 42% | $66,535 | 546,137 44% | $292,579 |$205,252| 43%
R 3 0.0% $119,142 | $146,361 | -19% | 546,974 | 544,438 6% $166,116 | $190,799| -13%
Q 12 0.1% $114,669 | 5152,539 | -25% | 546,043 | 545,354 2% $160,712 | $197,893 | -19%
P 78 0.9% $89,702 | $134,345 | -33% | 540574 | $42,412 -4% | $130,276 |5176,757| -26%
o) 168 2.0% $86,793 | $121,233 | -28% | $39,891 | $40,201 -1% | $126,684 |$161,434| -22%
N 330 3.9% $73,540 | $104,277 | -29% | $36,735 | $37,342 -2% | $110,275 | $141,619| -22%
M 1042 | 12.2% $64,346 $87,040 -26% | $34,514 | 533,876 2% $98,861 |$120,916| -18%
L 1353 | 15.9% $54,771 $75,685 -28% | $32,201 | $31,399 3% $86,972 |5107,085| -19%
K 1087 | 12.8% $47,593 $65,023 | -27% | $30,467 | $29,082 5% $78,059 | $94,105 | -17%
J 820 9.6% $41,081 555,475 -26% | $28894 | $27,111 7% $69,975 | $82,586 | -15%
| 1639 | 19.3% $37,255 548,943 -24% | $27,970 | $25,827 8% $65,224 | 574,770 | -13%
H 1302 | 15.3% $32,543 542,241 -23% | 526,831 | 524,555 9% $59,375 | 566,796 | -11%
G 341 4.0% $28,105 538,043 -26% | $25,759 | $23,774 8% $53,864 | 561,817 [ -13%
F 120 1.4% $27,870 $36,535 -24% | $25,702 | $23,500 9% $53,573 | 560,035 | -11%
E 213 2.5% $23,230 $30,730 -24% | 524,581 | $22,444 10% 547,811 | $53,175 [ -10%
Overall|] 8510 | 100.0% -25.6% 7.3% -12.4%

<
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Total compensation market competitiveness

Total Compensation Comparison by Pay Grade — Public Sector

Idaho Employees Idaho Benefits Values Total Remuneration
Weighted | Weighted |ldaho % Idaho %
# Salary Salary Diff Idaho Public Diff LELT Public
Vv 2 0.0% $226,044 | 5221,903 2% $66,535 | $71,175 -7% $292,579 | $293,078 0%
R 3 0.0% $119,142 n/a n/a $46,974 n/a n/a $166,116 n/a n/a
Q 12 0.1% $114,669 | 5116,450 | -2% | 546,043 | 549,445 -7% $160,712 | $165894 | -3%
P 78 0.9% 589,702 n/a n/a 540,574 n/a n/a $130,276 n/a nfa
0 168 2.0% $86,793 $93,780 -7% $39,891 | 543,989 -9% $126,684 | $137,770 -8%
N 330 3.9% $73,540 584,774 -13% $36,735 | $41,737 -12% $110,275 | $126,511 | -13%
M 1042 12.2% $64,346 $73,315 -12% | $34,514 | $38,850 -11% $98,861 | $112,165 | -12%
L 1353 15.9% 554,771 $62,380 -12% $32,201 | $36,100 -11% $86,972 $98,480 -12%
K 1087 12.8% $47,593 $56,303 -15% | $30,467 | $34,575 -12% $78,059 $90,878 -14%
J 820 9.6% $41,081 $45,120 -9% $28,894 | $31,767 -9% $69,975 $76,888 -9%
| 1639 19.3% $37,255 $45,612 -18% | $27,970 | $31,891 -12% $65,224 $77,503 -16%
H 1302 15.3% $32,543 $37,923 -14% | 526,831 | $29,852 -10% $59,375 $67,776 -12%
G 341 4.0% $28,105 $35,626 -21% | $25,759 | $29,157 -12% $53,864 $64,783 -17%
F 120 1.4% 527,870 $31,714 -12% | $25,702 | $27,972 -8% $53,573 $59,686 -10%
E 213 2.5% $23,230 $27,727 -16% | $24,581 | $26,882 -9% $47,811 | $54,609 | -12%
Overall| 8510 | 100.0% -12.9% -9.6% -10.7%
] .
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Total compensation market competitiveness

= Only components of pay provided by the State are included in total compensation

= |tis common in the private sector to pay annual incentives; however, those were not included in
the analysis because they would make the State less competitive relative to the Private Sector
Market

= The table below provides general market median annual incentive percentages at State of Idaho
grade levels:

Grade Markr;;l‘:;g:te lf/oedlan
\' 20%
P,Q,R 15%
M,N, O 10%
LKL 5%
EFGH 3%

Note:
= The charts on the following pages illustrate the total compensation level and mix relative to the Private Sector and

Public Sector market average for State of Idaho employees in grades I, L and O as well as the aggregate average
Idaho employee
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Total Compensation Market Competitiveness
STATE OF IDAHO VS. PRIVATE & PUBLIC SECTOR - PAY GRADE |

Pay Grade |

$90,000 -
$80,000 —
$70,000 -
$60,000 —
$50,000 —
$40,000 -
$30,000 -
$20,000 -
$10,000 -

$0 -

$77,503

$74,770

{
Private

L]

Idaho Public

Idaho Actual Pay Mix
@ Base Salary

Private Sector Average Pay Mix

@ Base Salary
DBenefits

Public Sector Average Pay Mix
@ Base Salary
0 Benefits
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Total Compensation Market Competitiveness
STATE OF IDAHO VS. PRIVATE & PUBLIC SECTOR - PAY GRADE L

$98,480

Pay Grade L
$120,000 -
$107,085
$100,000 -
$86,972
$80,000 -
$60,000 -
$40,000 -
$54,771
$20,000 -
$0 4 '
Idaho
N

Idaho Actual Pay Mix
@ Base Salary

Private Sector Average Pay Mix
MBase Salary
OBenefits

P A Pay Mix

B Base Salary
O Benefits
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Total Compensation Market Competitiveness
STATE OF IDAHO VS. PRIVATE & PUBLIC SECTOR - PAY GRADE O

Pay Grade O Actual Pay Mix
H Base Salary
$180,000 -
$160,000 -
$140,000 -
$120,000 -
J Private Sector Average Pay Mix
S @ Base Salary
$80,000 - OBenefits
$60,000 -
$40,000 -
m‘m -
S0 + 1
Public Sector Average Pay Mix
B Base Salary
O Benefits
~
< 5
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Total Compensation Market Competitiveness
STATE OF IDAHO VS. PRIVATE SECTOR — AGGREGATE

Idaho Actual Pay Mix
$80,000 - M@ Base Salary
$70,000 -
$60,000 -
550-“” T
$40,000 -
$30,000 - Private Sector Average Pay Mix
@ Base Salary
$20,000 - O Benefits
$10,000 -
$0 - . )
Idaho Private
Note:
The chart on this page illustrates the
aggregate total compensation
market position for a State employee
- relative to the Private Sector market
,‘ »

138|FY 2020 CEC Report



Total Compensation Market Competitiveness

STATE OF IDAHO VS. PUBLIC SECTOR - AGGREGATE

$90,000 -
$80,000 -
$70,000 -
$60,000 -
$50,000 -
$40,000 -
$30,000 -
$20,000 -
$10,000 -

$0 4

Base Salary

$69,975

Idaho

Total Remuneration

$76,888

Public
$45,120

% Difference

$28,894

$31,767

$69,975

$76,888

Idaho Actual Pay Mix
W@ Base Salary

Pay Mix

H Base Salary
O Benefits

P r Av

Note:

The chart on this page illustrates the
aggregate total compensation
market position for a State employee
relative to the Public Sector market
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A

Participant lists
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7

General Market Organizations (ID, NV, UT, WA)

43

= 24 Hour Fitness Worldwide = Blue Cross and Blue Shield of = Cooper Tire & Rubber

= 3M Maine = Coverys

* Aaron's = Bon-Ton Stores, The * Covestro

= Ace Hardware = Boumns = Crocs

= ACUITY * Brooks Brothers * CVS/Caremark

* Advance Auto Parts = Brunello Cucinelli * David Yurman

* Aetna - Aetna US Healthcare = Burington Coat Factory = Dawn Food Products

* Air Products & Chemicals = Campari America * Daymon Worldwide

= Alamance Regional Medical Center= Carson Tahoe Regional Healthcare* Delicato Family Vineyards
= AllCare Health Plan = Caterpillar = Dick's Sporting Goods

= ALS Limited = Catholic Health Initiatives * Dixie College

* Amazon.com = Catholic Health Initiatives - St. = Dominion Resources

= American Civil Liberties Union Joseph's Health System = dorma+kaba

* American Eagle Outfitters = CHI - Franciscan Health System = DSW

= American Family Insurance Group = CHI - St. Anthony Hospital = Dynamesh

*  Amsted Industries = CHI - St. Luke's Episcopal Health = Dyno Nobel

= Andersons, The System = E. | duPont de Nemours
= Aramark = Chico's = Eaton

= Ardent Mills = Children's Place = Edrington Group USA

= Armstrong World Industries = CHS = Elkem Silicones USA

* Asante Health System = CIGNA * Engie North America

* Associated Food Stores = Cinemark USA = Engie North America - United
* Atrium Health * CNH Global Water

= BestBuy = Colgate-Palmolive = ERNI Electronics

= Bevmo Holdings = Constellation Brands = Estee Lauder

= BigLots = Container Store, The = Express

* Billings Clinic = Continental Automotive Systems

D
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General Market Organizations (ID, NV, UT, WA)

Fairlife

Fannie May Brands
Fast Retailing

FedEx

FedEx — FedEx Office and Print
Services

Ferrero Caribe Puerto Rico
Ferrero USA

Ferrero USA - - Nutello
Fitesa Fiberweb
Flexco

Flowserve

Foot Locker

Foothill Family Clinic
Fossil Group

Fuller (H.B.)

Gap

Global Brands Group
Gymboree

Heineken USA
Herman Miller Inc.
Home Depot

Horace Mann Services
Hormel Foods

Hugo Boss USA
Hurtigruten

lllinois Tool Works

Ingevity

Innophos

Inova Health System

Interplex Medical

Iron County School District, UT
Jackson Enterprises

Japan Tobacco — JT Intemational
USA

jcpenney

Jo-Ann Stores

Kaiser Permanente - Southem
California Region

Kansas City Life Insurance
Kimberty-Clark

Kings Hawaiian

Knauf Insulation GmbH

Kohl's

Komatsu Mining

Kuraray America

KWS Saat

L.L. Bean

Laerdal Medical

Laureate Education

LDS Church Religious Agencies
Legacy Health System

Lego Systems

Levi Strauss & Company
Lhoist North America - Chemical
Lime

Lincoln Benefit Life

Louis Dreyfus US

Lundbeck

Luxottica

LVMH Moet Hennessy Louis
Vuitton

Macy's

Magellan Health Services
Magotteaux

Main Street America Group
Mattel

Mayo Clinic

Microsoft

Mitsubishi Corporation - MC
Aviation Partners

Molnlycke Health Care
Momentive Performance Materials

Moog

MORPHE

Movado Group

Mozilla

MultiCare Health System
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General Market Organizations (ID, NV, UT, WA)

New York & Company
Nike

North American Breweries
NRG Energy

USA

Office Depot

Pabst Brewing
PackSize

Payless ShoeSource
Permy Ellis International
PetSmart

Pier 1 Imports

Ply Gem Siding Group
Praxair

Premera Blue Cross

Prime Therapeutics
Procter & Gamble

RB&G Engineerning
Richemont North America
SABIC Innovative Plastics
Saint-Gobain

Sasol North America
Schweitzer Engineering
Laboratones

Nutreco Holding — Trouw Nutrition

Presbyterian Healthcare Services

Providence Health and Services

Seattle Children's Hospital
Securian

Sheridan Memonal Hospital
Signet Jewelers

SMCP USA

Sojitz Corporation of America
Sonoco Products

Southwest Gas

Specialty's Cafe

Sprouts Farmers Market,

St. Charles Health System
Stage Stores

Staples

SUPERVALU

Swire Coca-Cola, USA
Tailored Brands — Men's
Wearhouse

Tapestry — Coach

Target

Teka Interconnection Systems
Tekni-Plex

TJX

TOMS

Tory Burch

Toyota Motor North America —
Toyota Motor Sales, USA
Tnbal Lending Enterprises

Tronox

Troy

Tuesday Moming

Tyson Foods

Ulta

UnitedHealth Group

University of Colorado Health
University of Colorado Health —
University of CO Hospital

Utah State University

Valvoline

Vera Bradley Designs

Virginia Mason Medical Center
Walgreens

Wallenius Wilhelmsen Logistics
Warby Parker

WD-40

Weber State University

Wescor - An Elitech Company
West Ed

Westem Wyoming Community
College, WY

Westlake Chemical

William Grant & Sons

Workers Compensation Fund
Zeon Chemicals
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City of Bountiful, UT
City of Brigham, UT

City of Colorado Springs, CO

City of Denver, CO
City of Gillette, WY
City of Herriman, UT
City of Jackson, WY
City of Kennewick, WA
City of Las Vegas, NV
City of Layton, UT

City of Murray, UT

City of Phoenix, AZ
City of Portland, OR
City of Price, UT

City of Renton, WA
City of Salt Lake, UT
City of Seattle, WA
City of South Jordan, UT
City of Sparks, NV
City of Tucson, AZ

Public Sector Organizations (West, excluding CA)

City of Vancouver, WA
County of Benton, WA
County of Cache, UT
County of Chelan, WA
County of Davis, UT
County of Grant, WA
County of King, WA
County of Kittitas, WA
County of Klickitat, WA
County of Laramie, WY
County of Marion, OR
County of Summit, UT
County of Utah, UT
State of Arizona

State of Colorado
State of Nevada

State of Oregon

State of Utah

145|FY 2020 CEC Report



B

Benefits Valuation
Methodology

146 |FY 2020 CEC Report




Benefits Market Analysis — Methodology

Korn Ferry utilizes a proprietary actuarial valuation methodology to evaluate benefit plans in
terms of the cash equivalence of the benefits

= The valuation model places a relative value on each specific feature of a benefit program. The
value for each plan is then compiled to produce an overall program value appropriate for market
comparison. In general, the more generous a particular feature is, the higher the relative value.

= |n establishing a program’s overall market competitiveness, our Benefit Valuation model uses
“standard cost assumptions”, instead of a company’s specific costs, which eliminates the impact
of such cost variables as demographics, geography, funding method, or purchasing power, etc.
- The common cost approach is illustrated below using life insurance:

I N S T O I A =0

Basic Life | Salary | Coverage Actual Cost Actual
Insurance | Level Amount per month Cost Per Cost per Year
Benefit or VALUE

Client  1xpay $200K $200K $.20/$1000 $.1875/$1000 $450
Market 2xpay $200K $400K $.10/$1000 $480 $.1875/$1000 $900

- If value is based on actual costs, then these benefits would be equal. By using the common cost approach
i.e., eliminating the impact of company specific costs, the 2x pay benefit has more value than the 1x pay
benefit

7
4]
&
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Benefits Market Analysis — Methodology

= Benefit values are calculated on an “Employer-paid” basis. Employer-paid benefit values are
discounted to reflect the relationship of any required employee contributions to the program’s
total value. For fully employee-paid plans, the discount is 100% (although some value may be
attributable to such things as group purchasing power, etc.). For fully employer-paid plans, there
is no discount, and for cost shared plans, a pro-ration is applied

- Using 401(k) plans as an example, the table below compares three match formulas:

Match Formula Salary Maximum Discount Value
Level Match

100% of 6% of pay $12,000 $11,640

Market 1 100% of 3% of pay and $200,000 $8,000 75% $7.424
50% of next 2% of pay

Market 2 50% of 6% of pay $200,000 $6,000 13% $5,234

- The discount rate reflects the likelihood employees will maximize their contribution to
receive the full employer match. In the example, employees are more likely to contribute
6% under Client’s plan because the match potential is 100%, whereas under the Market 1
plan the match potential is 80%. Under the Market 2 plan the match potential is only 50%,

but of a higher 6% contribution

The utilization of “standard or common cost assumptions” provides a uniform quantitative
evaluation method which produces values based solely on the level of the benefit provided

o |
,‘ ]
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Benefits Market Analysis - Methodology

The valuation method is applied to a full range of employee benefits including:

Healthcare Insurance (medical, Rx, dental, vision),

Retirement Plans (defined benefit and defined contribution plans);

Death Benefits (employer paid basic life and voluntary/supplemental life insurance plans);
Disability and Sick Leave (sick leave, short-term, long-term disability plans); and

Other benefits such as Tuition Reimbursement, Flex Plans, Statutory Benefits, etc.

Internal Equity

Internal equity is the inter-relationship between reward opportunities within an organization. Many
benefit plans (death benefits, disability, retirement, etc.) have features or benefit levels that are
related to salary. Internal equity is achieved in a benefit program when the relationships between
the benefit level and the employee salary are consistent within each employee population (Note:
while benefit program differences can often be found between employee classes, most
organizations provide consistent policies within a class)

Organizations that wish to achieve internal equity within a benefit plan typically establish benefit
levels that are based on uniform salary multiples (i.e. death benefits of one times salary or
disability income replacement level of 60% of salary)
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Thank you

Malinda Riley Lisa Bailey
Senior Principal Senior Consultant
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Appendix G — §67-5309C Annual Surveys, Reports and Recommendations, Idaho
Code

TITLE 67
STATE GOVERNMENT AND STATE AFFAIRS
CHAPTER 53
PERSONNEL SYSTEM

67-5309C. ANNUAL SURVEYS, REPORTS AND RECOMMENDATIONS. (1) The
administrator of the division of human resources shall conduct or approve
annual salary and benefit surveys within relevant labor markets to determine
salary ranges and benefit packages that represent competitive labor market
average rates and benefits provided by private industry and other
governmental units.

(2) A report of the results of the annual salary and benefit surveys
and recommendations for changes to meet the requirements of section 67-
5309A, ldaho Code, together with their estimated costs of implementation,
shall be submitted to the governor and the legislature not later than the
first day of December of each year. The recommendation shall include, at a
minimum, four (4) components to address the compensation philosophy described
in section 67-5309A, Ildaho Code, and shall 1include specific funding
recommendations for each component:

(&) A recommendation for market related changes necessary to address system
wide structure adjustments to stay competitive with relevant labor markets.
Such recommendation may include a market related payline adjustment for all
eligible employees, as well as the structure, to avoid compression in the
salary system.

(b) A recommendation for market related changes necessary to address
specific occupational inequities.

(c) A recommendation for a merit increase component to recognize and reward
state employees in the performance of public service to the citizens of
Idaho.

(d) A recommendation for any changes to the employee benefit package,
including any adjustments to the overall design of the benefit package and/or
employee contributions.

(3) The governor shall submit his own recommendations on proposed
changes in salaries and benefits to the legislature prior to the seventh
legislative day of each session. Such recommendation shall address, at a
minimum, the four (4) components and subsequent funding for each component
required in this section.

(4) The legislature may, by concurrent resolution, accept, modify or
reject the governor’s recommendations, but any such action by the
legislature, at a minimum, shall address the four (4) components and
subsequent funding of each component required in this section. The failure
of the legislature to accept, modify or reject the recommendations prior to
adjournment sine die shall constitute approval of the governor’s
recommendations, and such recommendations shall be funded through
appropriations provided by law. The administrator of the division of human
resources shall implement necessary and authorized changes to salary and pay
schedule by rule. The director of the department of administration shall
implement necessary and authorized changes to benefits.

History: [67-5309C, added 2006, ch. 380, sec. 14, p. 1190
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Appendix H — List of Classified and Non-Classified Agencies
AGENCIES WITH ONE OR MORE CLASSIFIED EMPLOYEES

Accountancy Board*

Administration, Department of*

Aging, Commission on*

Agriculture, Department of*

Blind & Visually Impaired, Comm. for the*
Boise State University*

Brand Inspector*®

Building Safety, Division of*

Career & Technical Education, Division of*
Commerce, Department of*

Correction, Department of*

Dentistry Board*

Education Board*

Endowment Fund Investment Board*
Environmental Quality, Department of*
Finance, Department of*

Fish and Game, Department of*

Health and Welfare, Department of*
Health District 1 (Panhandle)*

Health District 2 (North Central)*
Health District 3 (Southwest)*

Health District 4 (Central)*

Arts, Commission on the*

Attorney General, Office of the

Code Commission

Controller, Office of the State
Correctional Industries*

Drug Policy, Office of*

Energy & Minerals Resources, Office of*
Governor, Office of the

Health District 5 (South Central)*
Health District 6 (Southeast)*
Health District 7 (Eastern)*
Hispanic Affairs, Commission on*
Historical Society*

Human Resources, Division of*
Idaho State University*
Independent Living Council*
Industrial Commission*
Information Technology Serv, Office of*
Insurance, Department of*
Juvenile Corrections, Department of*
Labor, Department of*

Lands, Department of*

Lava Hot Springs Foundation*
Lewis - Clark State College*
Libraries, Commission for*
Liquor Division*

Lottery Commission™

Medicine Board*

Nursing Board*

Occupational Licenses, Bureau of*

Outfitters and Guides Licensing Board*
Pardons and Parole Commission*
Parks and Recreation, Department of*

Public Employee Retirement System of Idaho (PERSI)*

Pharmacy Board*

Police*

Prof Engineers & Land Surveyors Board*
Public Defense Commission

Public Television*

Public Utilities Commission*

Racing Commission*

Real Estate Commission*

Soil & Water Conservation Commission*
Tax Appeals Board*

Tax Commission™

Transportation, Department of*

Veterans Services, Division of*
Veterinary Medicine Board*

Vocational Rehabilitation, Division of*
Water Resources, Department of*
Workforce Development Council*

AGENCIES WITH ONLY NON-CLASSIFIED EMPLOYEES

Financial Management, Division of*
House of Representatives

Judicial Branch

Legislative Services Office
Lieutenant Governor, Office of
Military Division*

Performance Evaluations, Office of
Secretary of State, Office of

Senate

Species Conservation, Office of*
State Appellate Public Defender*
State Insurance Fund

STEM Action Center*
Superintendent of Public Instruction
Treasurer, Office of the State
University of Idaho*

Total Number of State Agencies = 89 (Classified 65; Non-Classified 24) *Executive Branch Agencies (67)
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Appendix I — §67-5303 Application to State Employees, Idaho Code

TITLE 67
STATE GOVERNMENT AND STATE AFFAIRS
CHAPTER 53
PERSONNEL SYSTEM

67-5303. APPLICATION TO STATE EMPLOYEES. All departments of the state of
Ildaho and all employees 1iIn such departments, except those employees
specifically defined as nonclassified, shall be classified employees, who
are subject to this chapter and to the system of personnel administration
which it prescribes. Nonclassified employees shall be:

(a) Members of the state legislature and all other officers of the
state of Idaho elected by popular vote, and persons appointed to fTill
vacancies in elective offices, and employees of the state legislature.

(b) Members of statutory boards and commissions and heads of
departments appointed by and serving at the pleasure of the governor, deputy
directors appointed by the director and members of advisory boards and
councils appointed by the departments.

(c) All employees and officers in the office, and at the residence,
of the governor; and all employees and officers in the offices of the
lieutenant governor, secretary of state, attorney general, state treasurer,
state controller, and state superintendent of public iInstruction who are
appointed on and after the effective date of this chapter.

(d) Except as otherwise provided by law, not more than one (1)
declared position for each board or commission and/or head of a participating
department, in addition to those declared to be nonclassified by other
provisions of law.

(e) Part-time professional consultants who are paid on a fee basis
for any form of legal, medical or other professional service, and who are
not engaged in the performance of administrative duties for the state.

(f) Judges, temporary referees, receivers and jurors.

(g) All employees of the ldaho supreme court, ldaho court of appeals
and district courts.

(h) All employees of the Idaho state bar.

(i) Assistant attorneys general attached to the office of the attorney
general .

() Officers, members of the teaching staffs of state educational
institutions, the professional staff of the ldaho department of education
administered by the board of regents and the board of education, and the
professional staffs of the ldaho division of career technical education and
vocational rehabilitation administered by the state board for career
technical education. "Teaching staff"” includes teachers, coaches, resident
directors, librarians and those principally engaged in academic research.
The word "officer™ means presidents, vice presidents, deans, directors, or
employees in positions designated by the state board who receive an annual
salary of not less than step "A" of the pay grade equivalent to three hundred
fifty-five (355) Hay points in the state compensation schedule. A
nonclassified employee who is designated as an "officer™ on July 5, 1991,
but does not meet the requirements of this subsection, may make a one (1)
time irrevocable election to remain nonclassified. Such an election must be
made not later than August 2, 1991. When such positions become vacant, these
positions will be reviewed and designated as either classified or
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nonclassified in accordance with this subsection.

(k) Employees of the military division.

(1) Patients, inmates or students employed in a state institution.

(m) Persons employed in positions established under federal grants,
which, by law, restrict employment eligibility to specific individuals or
groups on the basis of nonmerit selection requirements. Such employees shall
be termed "project exempt'" and the tenure of their employment shall be
limited to the length of the project grant, or twenty-four (24) months, or
four thousand one hundred sixty (4,160) hours of credited state service,
whichever is of the shortest duration. No person hired on a project-exempt
appointment shall be employed in any position allocated to the classified
service.

(n) Temporary employees.

(o) All employees and officers of the following named commodity
commissions, and all employees and officers of any commodity commission
created hereafter: the ldaho potato commission, as provided in chapter 12,
title 22, ldaho Code; the Idaho honey commission, as provided in chapter 28,
title 22, ldaho Code; the ldaho bean commission, as provided in chapter 29,
title 22, Ildaho Code; the ldaho hop grower’s commission, as provided in
chapter 31, title 22, ldaho Code; the ldaho wheat commission, as provided
in chapter 33, title 22, ldaho Code; the ldaho pea and lentil commission,
as provided in chapter 35, title 22, ldaho Code; the ldaho apple commission,
as provided in chapter 36, title 22, ldaho Code; the ldaho cherry commission,
as provided in chapter 37, title 22, ldaho Code; the Ildaho mint commission,
as provided in chapter 38, title 22, ldaho Code; the ldaho sheep and goat
health board, as provided in chapter 1, title 25, ldaho Code; the state
brand inspector, and all district supervisors, as provided in chapter 11,
title 25, ldaho Code; the Idaho beef council, as provided in chapter 29,
title 25, ldaho Code; and the ldaho dairy products commission, as provided
in chapter 31, title 25, ldaho Code.

(p) All inspectors of the fresh fruit and vegetable inspection service
of the ldaho department of agriculture, except those positions involved in
the management of the program.

() All employees of correctional industries within the department of
correction.

(r) All deputy administrators and wardens employed by the department
of correction. Deputy administrators are defined as only the deputy
administrators working directly for the nonclassified division
administrators under the director of the department of correction.

(s) AlIl public information positions, with the exception of
secretarial positions, in any department.

(t) Any division administrator.

(u) Any regional administrator or division administrator in the
department of environmental quality.

(v) All employees of the division of Ffinancial management, all
employees of the STEM action center, all employees of the office of species
conservation, all employees of the office of drug policy and all employees
of the office of energy resources.

(w) All employees of the Idaho food quality assurance institute.

(X) The state appellate public defender, deputy state appellate public
defenders and all other employees of the office of the state appellate public
defender.

(y) All quality assurance specialists or medical investigators of the
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Idaho board of medicine.

(z) All pest survey and detection employees and their supervisors
hired specifically to carry out activities under the ldaho plant pest act,
chapter 20, title 22, ldaho Code, including but not limited to pest survey,
detection and eradication, except those positions involved in the management
of the program.

(aa) All medical directors employed by the department of health and
welfare who are engaged in the practice of medicine, as defined by section
54-1803, ldaho Code, at an institution named in section 66-115, ldaho Code.

History:[67-5303, added 1965, ch. 289, sec. 3, p. 746; am. 1969, ch. 171,
sec. 1, p. 510; am. 1971, ch. 121, sec. 1, p. 405; am. 1972, ch. 389, sec. 1, p.
1121; am. 1973, ch. 175, sec. 1, p. 385; am. 1973, ch. 307, sec. 1, p. 667; am.
1975, ch. 164, sec. 2, p. 434; am. 1976, ch. 367, sec. 1, p. 1205; am. 1979, ch.
198, sec. 1, p. 573; am. 1981, ch. 133, sec. 2, p. 225; am. 1981, ch. 156, sec. 1,
p. 267; am. 1983, ch. 5, sec. 1, p. 19; am. 1986, ch. 133, sec. 2, p. 346; am. 1986,
ch. 204, sec. 1, p. 509; am. 1991, ch. 66, sec. 1, p. 160; am. 1991, ch. 216, sec.
1, p- 519; am. 1993, ch. 77, sec. 1, p. 204; am. 1994, ch. 180, sec. 219, p. 556;
am. 1995, ch. 365, sec. 4, p. 1278; am. 1997, ch. 302, sec. 2, p. 900; am. 1998, ch.
221, sec. 1, p. 762; am. 1998, ch. 389, sec. 8, p. 1193; am. 1999, ch. 17, sec. 1,
p.- 24; am. 1999, ch. 329, sec. 27, p. 866; am. 2001, ch. 38, sec. 1, p. 72; am.
2001, ch. 103, sec. 101, p. 341; am. 2002, ch. 188, sec. 1, p. 541; am. 2002, ch.
192, sec. 1, p. 551; am. 2008, ch. 89, sec. 1, p. 247; am. 2011, ch. 30, sec. 1, p.
72; am. 2012, ch. 117, sec. 26, p. 332; am. 2015, ch. 124, sec. 9, p. 316; am. 2016,
ch. 25, sec. 45, p. 61; am. 2016, ch. 33, sec. 1, p. 82; am. 2018, ch. 120, sec. 1,
p. 256
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Appendix J — §67-5309B Idaho Compensation Plan, Idaho Code

TITLE 67
STATE GOVERNMENT AND STATE AFFAIRS
CHAPTER 53
PERSONNEL SYSTEM

67-5309B. IDAHO COMPENSATION PLAN. (1) The administrator of the
division of human resources shall establish benchmark job classifications
and shall assign all classifications to a pay grade utilizing the Hay profile
method in combination with market data. Pay grades established or revised
by the administrator shall appropriately weigh Hay points and market data
to ensure internal equity and market equity within the classified service.

(2) 1t shall be the responsibility of each department director to
prepare a department salary administration plan and corresponding budget
plan that supports the core mission of the department and is consistent with
the provisions of section 67-5309A, ldaho Code.

(3) Advancement in pay shall be based on performance and market
changes and be provided in a variety of delivery methods, including ongoing
increases, temporary increases and market related payline moves. Market
related payline moves may advance all eligible employees as well as the
structure to avoid compression in the salary system.

(4) Pay for performance shall provide faster salary advancement for
higher performers based on a merit increase matrix developed by the division
of human resources. Such matrix shall be based upon the employee’s proximity
to the state midpoint market average, and the employee’s relative
performance. Such matrix may be adapted by each agency to meet its specific
needs when approved by the division of human resources.

(5) No employee shall advance in a salary range without a performance
evaluation on Tile certifying that the employee meets the performance
criteria of the assigned position.

(6) Each employee’s work performance shall be evaluated through a
format and process approved by the department and the division of human
resources. The employee shall be evaluated after one thousand forty (1,040)
hours of credited state service from the date of initial appointment or
promotion, and thereafter be evaluated after each two thousand eighty (2,080)
hours of credited state service. Employees may be eligible for advancement
in pay if certified as meeting the performance requirements of this section.
However, such in-grade advancement shall not be construed as a vested right.
The department director shall designate in writing whether such in-grade
advancement is temporary, conditional or permanent. It shall be the specific
responsibility of the employee’s immediate supervisor to effect the
evaluation process. Such evaluation shall be approved by the department
director or the director’s designee.

(7) All supervisors who evaluate state employees shall receive
training in the evaluation format and process to assure Tairness and
consistency in the evaluation process.

(8) Notwithstanding any other provision of ldaho Code, it is hereby
declared to be the policy of the legislature of the state of ldaho that all
classified employees of like classification and pay grade allocation shall
be treated in a substantially similar manner with reference to personnel
benefits.

History: [67-5309B, added 2006, ch. 380, sec. 12, p. 1189.]
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Appendix K — Payline Exception, Specific Occupational Inequities

Note: 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."

Number of Number of Total of Salaries

Classified Pay Temporary Employees Over over Pay Grade

Employees Grade Pay Grade Pay Grade Max Max

7203 | Clinical Specialist 18 M (0] 14 $148,439
6538 | Electrician 13 1 J 0 -
6276 | Electrician, Traffic Signal 6 I J 0 -
6616 | HVAC Specialist 21 I J 0 -
7808 | Instructor 28 K L 0 -
7433 | ISP Forensic Scientist 2 20 K L 13 $25,626
6572 | Locksmith 5 G H 0 -
7610 | Nursing Assistant, Certified 79 F G 11 $26,437
7476 | Pharmacist, Clinical 5 O Q 5 $40,061
7478 | Pharmacy Services Specialist 2 M P 2 $36,296
7474 | Pharmacy Services Supervisor 3 P R 3 $14,238
7209 | Physician, Clinical Director - Community 0* Q \4 0 -
7211 | Physician, Epidemiologist - State 1 Q \4 1 $101,525
7207 | Physician, Medical Clinic - Institution 2 Q \% 2 $149,552
7206 | Physician, Psychiatric Specialty 2 Q \ 2 $201,947
7205 | Physician, Public Health 1* P \4 1 $40,310
6550 | Plumber 4 I J 0 -
9406 | Psychologist 2 M 0 1 $6,344
9402 | Psychologist, Chief of 3 (0) P 3 $5,179
7727 | Therapist 5 L M 1 $7,301
7710 | Therapist, Early Intervention 13 L M 6 $12,688
* Hired as Temporary
Employees. Temps not
232 includfd ii]l total salaﬁies over 65 **$815,943
max.

**Salaries related to the classifications on payline exception are covered in agency budgets. No additional appropriation is necessary.
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Appendix L — FY 2019 Salary Structure
FY 2019 Compensation Schedule — Effective 6/17/2018

Hourly Annual
Pay Minimum Grade Maximum

Grade Points Points Points Minimum Policy* Maximum Minimum Policy* Maximum
D Below 110 Points $7.25 $10.77 $13.47 $15,080 $22,402 $28,018
E 110 119 130 $8.44 $12.04 $15.06 $17,555 $25,043 $31,325
F 131 142 154 $9.50 $13.55 $16.95 $19,760 $28,184 $35,256
G 155 169 184 $10.77 $15.40 $19.24 $22,402 $32,032 $40,019
H 185 201 219 $12.41 $17.73 $22.17 $25,813 $36,878 $46,114
I 220 240 262 $14.49 $20.71 $25.88 $30,139 $43,077 $53,830
J 263 286 312 $16.35 $23.35 $29.19 $34,008 $48,568 $60,715
K 313 341 372 $18.31 $26.15 $32.68 $38,085 $54,392 $67,974
L 373 406 443 $20.66 $29.52 $36.90 $42,973 $61,402 $76,752
M 444 485 528 $23.36 $33.37 $41.73 $48,589 $69.410 $86,798
N 529 578 630 $25.81 $36.87 $46.09 $53,685 $76,690 $95,867
0O 631 688 750 $27.97 $39.96 $49.96 $58,178 $83,117 $103,917
P 751 828 904 $30.58 $43.70 $54.62 $63,606 $90,896 $113,610
Q 905 998 1090 $33.67 $48.10 $60.13 $70,034 $100,048 $125,070
R 1091 1176 1292 $37.36 $53.36 $66.71 $77,709 $110,989 $138,757
S 1293 1399 1531 $41.89 $59.85 $74.83 $87,131 $124,488 $155,646
T 1532 1665 1822 $47.32 $67.60 $84.50 $98,426 $140,608 $175,760
U 1823 1980 2166 $53.78 $76.82 $96.03 $111,862 $159,786 $199,742
\Y 2167 2354 2575 $61.47 $87.81 $109.76 $127,858 $182,645 $228,301

* Per Idaho Code §67-5309B Idaho Compensation Plan, the policy rate should equal the midpoint market average and be adjusted

accordingly. Idaho’s policy rate is 7.2% below market average of the public sector and 21.6% below market average of the private sector.
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Appendix M — Sample State Employee Total Compensation Breakdown

The charts below illustrate the components of an employee’s total compensation and the related state paid costs.

The benefits costs, equaling $11.33 and $13.36 per hour, are based on the average classified employee’s wage of
$22.73 an hour and another example of $32.73 an hour.

Total Compensation Breakdown of $22.73 an Hour

$0.03 _ - $0.10

mHourly Rate

mMedical
Fixed: FY 2019 $13.674*
mDental
Fixed: FY 2019 $306**
mLife & Disability Insurance
Variable: .72% of annual salary
@ Retirement
Variable: 11.32% (General Member) of annual salary
WFICA & Medicare Tax
Variable: 7.65% of annual salary
4 Unemployment Insurance
Variable: .13% of annual salary
| Workers Compensation
Variable: .45% of annual salary

$0.15

Additional 49.8% of salary paid in benefits
to an employee earning $22.73 an hour

Salary: $22.73 an hour
Benefits: $11.33 an hour
Total Comp: $34.06 an hour

*28.9% of annual salary in this example; **65% of annual salary in this exanple

Total Compensation Breakdown of $32.73 an Hour

$0.04__ S0.15

® Hourly Rate

50.15_ 5024 < E RN m Medical
Fixed: FY 2019 $13.674%
W Dental
Fixed: FY 2019 $306**
® Life & Disability Insurance
Variable: .72% of annual salary
@ Retirement
Variable: 11.32% (General Member) of annual salary
WFICA & Medicare Tax
Variable: 7.65% of annual salary
4 Unemployment Insurance
Variable: .13% of annual salary
1 Workers Compensation
Variable: .45% of annual salary

Additional 40.8% of salary paid in benefits
to an employee earning $32.73 an hour

Salary: $32.73 an hour
Benefits: $13.36 an hour
Total Comp: $46.09 an hour

*20.1% of annual salary in this example; *%45% of annnal salary in this exanple
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Appendix N — §59-1322 Employer Contributions-Amounts-Rates-Amortization, Idaho Code

TITLE 59
PUBLIC OFFICERS IN GENERAL
CHAPTER 13
PUBLIC EMPLOYEE RETIREMENT SYSTEM

59-1322. Employer contributions — Amounts — Rates — Amortization. (1) Each employer
shall contribute to the cost of the system. The amount of the employer contributions
shall consist of the sum of a percentage of the salaries of members to be known as the
"normal cost" and a percentage of such salaries to be known as the "amortization
payment."™ The rates of such contributions shall be determined by the board on the basis
of assets and liabilities as shown by actuarial valuation, and such rates shall become
effective no later than January 1 of the second year following the year of the most
recent actuarial valuation, and shall remain effective until next determined by the
board.

(2) The normal cost rate shall be computed to be sufficient, when applied to the
actuarial present value of the future salary of the average new member entering the
system, to provide for the payment of all prospective benefits in respect to such member
which are not provided by the member’s own contribution.

(3) The amortization rate shall not be less than the minimum amortization rate
computed pursuant to subsection (5) of this section, unless a one (1) year grace period
has been made effective by the board. During a grace period, the amortization rate shall
be no less than the rate in effect during the immediately preceding year. A grace period
may not be made effective if more than one (1) other grace period has been effective in
the immediately preceding four (4) year period.

(4) Each of the following terms used in this subsection and in subsection (5) of
this section shall have the following meanings:

(a) "Valuation" means the most recent actuarial valuation.

(b) "Valuation date'" means the date of such valuation.

(c) "Effective date" means the date the rates of contributions based on the valuation
become effective pursuant to subsection (1) of this section.

(d) "End date™ means the date thirty (30) years after the valuation date until July 1,
1993. On and after July 1, 1993, "end date'"™ means twenty-five (25) years after the
valuation date.

(e) "Unfunded actuarial liability" means the excess of the actuarial present value of
(i) over the sum of the actuarial present values of (ii), (iii), (iv) and (v) as follows,
all determined by the valuation as of the valuation date:

(i) all future benefits payable to all members and contingent annuitants;

(ii) the assets then held by the funding agent for the payment of benefits under this
chapter;

(iii) the future normal costs payable in respect of all then active members;

(iv) the future contributions payable under sections 59-1331 through 59-1334, Idaho
Code, by all current active members;

w) the future contributions payable to the retirement system under sections 33-107A
and 33-107B, ldaho Code.

(f) "Projected salaries”™ means the sum of the annual salaries of all members in the
system.

(@ "Scheduled amortization amount”™ means the actuarial present value of future
contributions payable as amortization payment from the valuation date until the effective
date.

(5) The minimum amortization payment rate shall be that percentage, calculated
as of the valuation date, of the then actuarial present value of the projected salaries
from the effective date to the end date which is equivalent to the excess of the unfunded
actuarial liability over the scheduled amortization amount. History: [(59-1322) 1963, ch.
349, Art. 9, sec. 1, p. 988; am. 1974, ch. 57, sec. 17, p. 1118; am. 1979, ch. 158, sec. 5, p.
485; am. 1980, ch. 51, sec. 1, p. 106; am. 1982, ch. 243, sec. 4, p. 630; am. 1984, ch. 132, sec.
7, p- 318; am. 1986, ch. 143, sec. 3, p-. 401; am. 1986, ch. 146, sec. 1, p. 408; am. 1987, ch.
348, sec. 1, p. 763; am. 1988, ch. 237, sec. 1, p. 465; am. and redesig, 1990, ch. 231, sec. 18,
p. 626; am. 1990, ch. 249, sec. 8, p. 712; am. 1992, ch. 342, sec. 5, p. 1047; am. 1999, ch. 271,
sec. 1, p. 683.]
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Appendix O — Workforce Demographics by County

Work County Employee Count

ADA 11,430
ADAMS 18
BANNOCK 2,618
BEAR LAKE 29
BENEWAH 79
BINGHAM 471
BLAINE 44
BOISE 19
BONNER 180
BONNEVILLE 687
BOUNDARY 49
BUTTE 10
CAMAS 8
CANYON 828
CARIBOU 25
CASSIA 136
CLARK 12
CLEARWATER 358
CUSTER 57
ELMORE 53
FRANKLIN 17
FREMONT 254
GEM 12
GOODING 35
IDAHO 149
JEFFERSON 114
JEROME 100
KOOTENAI 1,021
LATAH 4,069
LEMHI 106
LEWIS 60
LINCOLN 83
MADISON 50
MINIDOKA 39
NEZPERCE 1,739
ONEIDA 15
OUT-OF-STATE 4
OWYHEE 33
PAYETTE 49
POWER 43
SHOSHONE 114
TETON 15
TWIN FALLS 490
VALLEY 86
WASHINGTON 14
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Appendix P — Classified Turnover by Separation Code

Reason for Leaving Code Count of Percentage of
Employees Employees
Personal 868 44.2%
Retirement 395 20.1%
Private Sector Job 189 9.6%
Transfer to Another Agency 187 9.5%
Failure to Complete Entrance Probation 71 3.6%
Layoff/Medical 67 3.4%
Termination 46 2.3%
County Job 27 1.4%
City Job 20 1.0%
Federal Job 19 1.0%
Layoff/Shortage of Work 17 0.9%
State Job (Not in Idaho) 14 0.7%
Death 12 0.6%
School District Job 12 0.6%
Medical Retirement 10 0.5%
Layoff/Budget Restriction 5 0.3%
Military 5 0.3%
Total 1,964 100%
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Appendix Q — Classified Average Pay Rate & Turnover by Pay Grade

PayGrage  COOl | Pereentof  Aversge  pouopu Conpa | Tumove
Ratio Rate

E 205 2% $11.12 $12.04 92.30% 25.40%
F 206 2% $11.75 $13.55 86.70% 30.40%
G 705 5% $13.80 $15.40 89.60% 21.50%
H 1,468 11% $15.61 $17.73 88.00% 14.80%
I 2,199 17% $17.72 $20.71 85.50% 19.60%
J 1,809 14% $20.49 $23.35 87.70% 11.00%
K 1,547 12% $22.76 $26.15 87.00% 12.00%
L 2,180 17% $26.18 $29.52 88.70% 12.30%
M 1,546 12% $30.65 $33.37 91.80% 9.00%
N 608 5% $34.60 $36.87 93.90% 8.00%
O 245 2% $40.37 $39.96 101.00% 8.30%
P 198 2% $43.28 $43.70 99.00% 7.30%
Q 15 0% $54.55 $48.10 113.40% 0.00%
R 3 0% $57.28 $53.36 107.30% 0.00%
A% 6 0% $106.00 $87.81 120.70% 13.30%
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Appendix R — Classified Employees Total Separations by Agency FY 14-18

Agency Name

5 Year
Average
Turnover

REIE

FY 2018
Separations

FY 2018
Turnover
REI

FY 2017
Separations

FY 2017
Turnover
REI

FY 2016
Separations

FY 2016
Turnover
Rate

FY 2015
Separations

FY 2015
Turnover
REIT

FY 2014
Separations

FY 2014
Turnover
REIE

ACCOUNTANCY, STATE 8.0% 0 0.0% 0 0.0% 1 40.0% 0 0.0% 0 0.0%
BOARD OF

ADMINISTRATION, 17.3% 33 30.3% 18 15.3% 18 15.1% 16 13.3% 15 12.6%
DEPARTMENT OF

AGING, COMMISSIONON |  6.9% 2 17.4% 1 8.7% 1 8.3% 0 0.0% 0 0.0%
AGRICULTURE, 17.0% 31 16.9% 34 19.4% 33 192% 24 14.2% 25 15.0%
DEPARTMENT OF

BLIND AND VISUALLY 8.5% 2 5.1% 3 7.8% 3 8.1% 5 13.5% 3 7.8%
IMPAIRED, COMMISSION

FOR THE

BOISE STATE 16.4% 85 15.3% 94 16.9% 78 14.2% 87 152% 120 20.3%
UNIVERSITY

BRAND INSPECTOR, 9.3% 2 6.3% 4 12.9% 5 16.7% 1 3.5% 2 7.4%
STATE

BUILDING SAFETY, 8.9% 11 8.7% 14 11.9% 6 5.4% 13 12.4% 6 5.9%
DIVISION OF

CAREER-TECHNICAL 30.1% 5 45.5% 3 26.1% 5 41.7% 1 8.7% 3 28.6%
EDUCATION, DIVISION

OF

COMMERCE, 15.9% 4 10.8% 2 5.8% 5 14.7% 6 17.4% 11 31.0%
DEPARTMENT OF

CONSERVATION, SOIL 10.8% 4 22.9% 3 17.7% 0 0.0% 2 13.3% 0 0.0%
AND WATER

COMMISSION

CORRECTION, 17.5% 328 17.6% 318 16.6% 304 15.7% 386 212% 262 16.3%
DEPARTMENT OF

DENTISTRY, BOARD OF 23.3% 0 0.0% 1 50.0% 0 0.0% 1 66.7% 0 0.0%
EASTERN IDAHO 41 8 22.5% 10 27.0% 7 182% 7 18.0%
TECHNICAL COLLEGE

EDUCATION, STATE 67.1% 6 109.1% 2 36.4% 2 50.0% 1 40.0% 2 100.0%
BOARD OF
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 FY2016 FY 2016 FY 2015 FY 2015 FY 2014  FY 2014

Average Separations Turnover Separations Turnover Separations Turnover Separations Turnover Separations Turnover
Turnover

ENDOWMENT FUND 30.0% 0 0.0% 1 50.0% 1 50.0% 0 0.0% 1 50.0%

INVESTMENT BOARD

ENGINEERS AND LAND 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

SURVEYORS

PROFESSIONAL BOARD

ENVIRONMENTAL 9.3% 33 9.7% 44 13.1% 28 8.5% 28 8.6% 22 6.8%

QUALITY, DEPARTMENT

OF

FINANCE, DEPARTMENT 10.4% 4 6.5% 4 6.7% 6 10.2% 8 13.5% 9 15.0%

OF

FISH AND GAME, 7.9% 44 8.3% 52 9.9% 44 8.3% 32 6.0% 38 7.2%

DEPARTMENT OF

HEALTH AND WELFARE, 16.6% 450 16.6% 436 16.1% 393 14.5% 492 18.7% 451 17.1%

DEPARTMENT OF

HEALTH DISTRICT 1 22.7% 28 24.8% 26 23.0% 19 17.5% 30 27.9% 22 20.3%

(PANHANDLE)

HEALTH DISTRICT 2 12.9% 8 19.1% 8 17.4% 4 8.7% 3 7.0% 5 12.2%

(NORTH CENTRAL)

HEALTH DISTRICT 3 11.3% 6 6.6% 16 17.2% 10 11.2% 6 7.2% 12 14.4%

(SOUTHWEST)

HEALTH DISTRICT 4 17.0% 15 14.6% 24 22.2% 19 17.0% 16 14.7% 18 16.3%

(CENTRAL)

HEALTH DISTRICT 5 17.2% 9 13.1% 6 8.5% 11 16.3% 15 22.6% 18 25.7%

(SOUTH CENTRAL)

HEALTH DISTRICT 6 15.2% 11 15.3% 9 12.2% 8 11.2% 17 23.5% 10 13.6%

(SOUTHEASTERN)

HEALTH DISTRICT 7 16.5% 13 13.8% 11 11.4% 24 24.7% 13 14.2% 16 18.4%

(EASTERN)

HISPANIC AFFAIRS, 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

IDAHO COMMISSION ON

HISTORICAL SOCIETY, 16.2% 10 23.3% 7 16.1% 6 14.3% 4 9.9% 7 17.3%

IDAHO STATE

HUMAN RESOURCES, 33.5% 2 19.1% 4 47.1% 2 28.6% 2 28.6% 4 44.4%

DIVISION OF
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 FY2016 FY 2016 FY2015 @ FY2015 FY2014 FY 2014
Average Separations Turnover Separations Turnover Separations Turnover Separations Turnover Separations Turnover

Turnover
IDAHO STATE 11.3% 91 14.7% 81 12.1% 85 12.4% 50 7.7% 61 9.7%
UNIVERSITY
INDEPENDENT LIVING 18.0% 0 0.0% 0 0.0% 1 50.0% 1 40.0% 0 0.0%
COUNCIL
INDUSTRIAL 22.0% 17 23.1% 16 21.8% 26 34.7% 12 15.8% 11 14.6%
COMMISSION
INSURANCE, 21.0% 12 21.4% 16 28.6% 9 16.2% 9 16.2% 13 22.6%
DEPARTMENT OF
JUVENILE 16.4% 59 14.8% 50 12.7% 75 19.4% 67 17.3% 68 17.7%
CORRECTIONS,
DEPARTMENT OF
LABOR, DEPARTMENT 13.0% 64 13.2% 68 13.3% 73 13.5% 68 12.0% 78 13.2%
OF
LANDS, DEPARTMENT OF 11.3% 25 8.7% 33 12.1% 38 14.6% 31 12.4% 21 8.6%
LAVA HOT SPRINGS 12.9% 1 7.4% 3 25.0% 3 24.0% 0 0.0% 1 8.3%
FOUNDATION
LEWIS-CLARK STATE 19.0% 28 22.4% 25 19.6% 16 12.7% 20 16.1% 31 24.4%
COLLEGE
LIBRARIES, IDAHO 10.7% 5 14.7% 4 11.9% 3 8.8% 1 3.0% 5 15.2%
COMMISSION FOR
LIQUOR DIVISION, 21.2% 44 20.6% 50 24.1% 37 18.3% 43 21.8% 42 21.4%
IDAHO STATE
LOTTERY COMMISSION, 18.1% 0 0.0% 2 25.0% 0 0.0% 3 35.3% 3 30.0%
IDAHO STATE
MEDICINE, BOARD OF 9.4% 3 35.3% 0 0.0% 0 0.0% 1 11.8% 0 0.0%
NURSING, BOARD OF 28.1% 1 13.3% 0 0.0% 2 30.8% 2 36.4% 3 60.0%
OCCUPATIONAL 14.1% 3 8.5% 7 20.9% 3 9.5% 7 22.2% 3 9.2%
LICENSES, BUREAU OF
OUTFITTERS AND 11.4% 0 0.0% 2 57.1% 0 0.0% 0 0.0% 0 0.0%
GUIDES LICENSING
BOARD
PARDONS AND PAROLE, 15.8% 3 9.0% 3 9.5% 5 16.1% 4 13.3% 9 31.0%
COMMISSION OF
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 FY2016 FY 2016 FY2015 @ FY2015 FY2014 FY 2014
Average Separations Turnover Separations Turnover Separations Turnover Separations Turnover Separations Turnover

Turnover
PARKS AND 12.4% 19 12.8% 13 8.8% 19 13.4% 19 14.0% 18 13.2%
RECREATION,
DEPARTMENT OF
PERSI 18.5% 5 8.6% 17 30.1% 14 25.9% 8 15.2% 7 12.8%
PHARMACY, BOARD OF 10.9% 3 26.1% 1 8.7% 0 0.0% 1 9.5% 1 10.0%
POLICE, IDAHO STATE 9.6% 41 8.0% 44 8.8% 54 11.2% 60 12.6% 34 7.2%
PUBLIC TELEVISION 6.0% 8 13.8% 0 0.0% 3 5.9% 2 4.1% 3 6.4%
PUBLIC UTILITIES 15.7% 6 15.6% 8 20.8% 3 8.1% 7 19.7% 5 14.3%
COMMISSION
RACING, STATE 26.7% 0 0.0% 1 66.7% 0 0.0% 0 0.0% 1 66.7%
COMMISSION
REAL ESTATE 17.5% 2 18.2% 2 17.4% 1 10.0% 4 42.1% 0 0.0%
COMMISSION, IDAHO
STATE PUBLIC DEFENSE 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
COMMISSION
TAX APPEALS, BOARD 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
OF
TAX COMMISSION, 10.6% 46 10.6% 44 10.4% 43 10.4% 48 11.5% 43 10.2%
IDAHO STATE
TRANSPORTATION, 11.6% 173 11.6% 209 14.2% 163 10.9% 172 11.0% 170 10.5%
DEPARTMENT OF
VETERANS SERVICES, 33.0% 93 29.9% 114 36.7% 109 36.3% 86 29.5% 97 32.6%
DIVISION OF
VETERINARY MEDICINE, 43.3% 0 0.0% 1 50.0% 0 0.0% 1 100.0% 1 66.7%
BOARD OF
VOCATIONAL 16.8% 11 20.4% 5 9.4% 13 24.5% 8 14.8% 8 14.8%
REHABILITATION,
DIVISION OF
WATER RESOURCES, 12.5% 14 9.5% 16 11.4% 17 12.5% 19 14.2% 20 14.9%
DEPARTMENT OF

STATEWIDE 14.9% 15.1% 15.2% 14.2% 14.5%
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Appendix S — Classified Employees Voluntary Separations by Agency FY 14-18

FY 2015 FY 2015 FY 2014 @ FY 2014
Separations ~ Turnover Separations Turnover

Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 FY 2016 FY 2016

Average
Turnover
REIE

Separations Turnover Separations Turnover Separations Turnover

ACCOUNTANCY, STATE 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

BOARD OF

ADMINISTRATION, 9.8% 25 22.9% 8 6.8% 8 6.7% 6 5.0% 9 7.6%

DEPARTMENT OF

AGING, COMMISSION 5.1% 1 8.7% 1 8.7% 1 8.3% 0 0.0% 0 0.0%

ON

AGRICULTURE, 9.5% 14 7.7% 22 12.6% 18 10.5% 14 8.3% 14 8.4%

DEPARTMENT OF

BLIND AND VISUALLY 3.3% 1 2.5% 0 0.0% 1 2.7% 2 5.4% 1 2.6%

IMPAIRED,

COMMIISSION FOR THE

BOISE STATE 8.7% 53 9.6% 50 9.0% 49 8.9% 46 8.0% 47 7.9%

UNIVERSITY

BRAND INSPECTOR, 4.6% 0 0.0% 0 0.0% 2 6.7% 1 3.5% 1 3.7%

STATE

BUILDING SAFETY, 3.5% 6 4.7% 6 5.1% 2 1.8% 5 4.8% 1 1.0%

DIVISION OF

CAREER-TECHNICAL 16.0% 1 9.1% 2 17.4% 3 25.0% 0 0.0% 3 28.6%
EDUCATION, DIVISION

OF

COMMERCE, 9.2% 3 8.1% 1 2.9% 3 8.8% 4 11.6% 5 14.5%
DEPARTMENT OF

CONSERVATION, SOIL 7.7% 2 11.4% 1 5.9% 0 0.0% 2 13.3% 0 0.0%
AND WATER

COMMISSION

CORRECTION, 8.1% 163 8.8% 161 8.3% 149 7.7% 152 8.3% 124 7.5%
DEPARTMENT OF

DENTISTRY, BOARD OF 38.9% 0 0.0% 1 50.0% 0 0.0% 1 66.7% 0 0.0%
EASTERN IDAHO 31 5 14.1% 6 16.2% 1 2.6% 5 13.2%
TECHNICAL COLLEGE
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Agency Name

EDUCATION, STATE

5 Year
Average
Turnover

FY 2018
Separations

FY 2018
Turnover

72.7%

FY 2017
Separations

FY 2017
Turnover

18.2%

FY 2016
Separations

FY 2016
Turnover

25.0%

FY 2015
Separations

FY 2015
Turnover

0.0%

FY 2014
Separations

FY 2014
Turnover

100.0%

BOARD OF
ENDOWMENT FUND 16.7% 0 0.0% 0 0.0% 1 50.0% 0 0.0% 0 0.0%
INVESTMENT BOARD

ENGINEERS AND LAND 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
SURVEYORS,

PROFESSIONAL BOARD

OF

ENVIRONMENTAL 5.1% 16 4.7% 26 7.8% 11 3.3% 17 5.3% 14 43%
QUALITY, DEPARTMENT

OF

FINANCE, DEPARTMENT | 4.7% 1 1.6% 3 5.0% 1 1.7% 4 6.7% 5 8.3%
OF

FISH AND GAME, 3.1% 17 3.2% 20 3.8% 18 3.2% 14 2.6% 15 2.8%
DEPARTMENT OF

HEALTH AND WELFARE, | 8.7% 245 9.0% 229 8.5% 198 7.3% 251 9.5% 237 9.0%
DEPARTMENT OF

HEALTH DISTRICT 1 11.6% 13 11.5% 13 11.5% 13 12.0% 14 13.0% 11 10.2%
(PANHANDLE)

HEALTH DISTRICT 2 7.8% 6 14.3% 6 13.0% 1 2.2% 2 4.7% 2 4.8%
(NORTH CENTRAL)

HEALTH DISTRICT 3 6.6% 4 4.4% 9 9.7% 6 6.7% 4 4.8% 6 7.2%
(SOUTHWEST)

HEALTH DISTRICT 4 9.8% 9 8.7% 14 13.0% 8 7.2% 9 8.3% 13 11.9%
(CENTRAL)

HEALTH DISTRICT 5 9.7% 6 8.8% 4 5.7% 4 5.9% 10 15.0% 9 13.2%
(SOUTH CENTRAL)

HEALTH DISTRICT 6 8.5% 7 9.7% 6 8.2% 4 5.6% 7 9.7% 7 9.4%
(SOUTHEASTERN)

HEALTH DISTRICT 7 7.5% 7 7.4% 7 7.3% 9 9.4% 8 8.7% 4 4.6%
(EASTERN)

HISPANIC AFFAIRS, 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
IDAHO COMMISSION ON

HISTORICAL SOCIETY, 8.1% 5 11.6% 3 6.9% 5 11.9% 1 2.5% 3 7.5%

IDAHO STATE
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 FY 2016 FY 2016 FY 2015 FY 2015 FY 2014 FY 2014
Average | Separations Turnover Separations Turnover Separations Turnover Separations Turnover Separations | Turnover

Turnover
HUMAN RESOURCES, 16.6% 1 9.5% 1 11.8% 1 14.3% 1 14.3% 3 33.3%
DIVISION OF
IDAHO STATE 6.6% 53 8.6% 44 6.6% 45 6.7% 31 4.8% 40 6.4%
UNIVERSITY
INDEPENDENT LIVING 30.0% 0 0.0% 0 0.0% 1 50.0% 1 40.0% 0 0.0%
COUNCIL
INDUSTRIAL 12.1% 8 10.9% 8 10.9% 16 21.3% 6 7.9% 7 9.3%
COMMISSION
INSURANCE, 11.7% 4 7.1% 11 19.6% 4 7.2% 5 9.0% 9 15.7%
DEPARTMENT OF
JUVENILE 10.4% 39 9.8% 29 7.4% 52 13.4% 45 11.6% 37 9.7%
CORRECTIONS,
DEPARTMENT OF
LABOR, DEPARTMENT 6.4% 31 6.4% 36 7.1% 38 7.2% 39 6.9% 27 4.6%
OF
LANDS, DEPARTMENT 5.7% 13 4.5% 14 5.1% 21 8.1% 14 5.6% 13 5.3%
OF
LAVA HOT SPRINGS 8.2% 0 0.0% 1 8.3% 2 16.0% 0 0.0% 1 8.3%
FOUNDATION
LEWIS-CLARK STATE 9.4% 14 11.2% 16 12.6% 7 5.6% 7 5.6% 15 12.0%
COLLEGE
LIBRARIES, IDAHO 3.0% 1 2.9% 1 3.0% 2 5.9% 0 0.0% 1 3.0%
COMMISSION FOR
LIQUOR DIVISION, 9.7% 24 11.2% 22 10.6% 14 6.8% 19 9.6% 20 10.2%
IDAHO STATE
LOTTERY COMMISSION, 11.4% 0 0.0% 1 12.5% 0 0.0% 1 11.8% 1 10.0%
IDAHO STATE
MEDICINE, BOARD OF 11.8% 3 35.3% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
NURSING, BOARD OF 30.6% 0 0.0% 0 0.0% 1 15.4% 2 36.4% 2 40.0%
OCCUPATIONAL 8.0% 3 8.5% 2 6.0% 2 6.4% 6 19.1% 0 0.0%
LICENSES, BUREAU OF
OUTFITTERS AND 9.5% 0 0.0% 1 28.6% 0 0.0% 0 0.0% 0 0.0%
GUIDES LICENSING
BOARD
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 FY 2016 FY 2016 FY 2015 FY 2015 FY 2014 FY 2014
Average | Separations Turnover Separations Turnover Separations Turnover Separations Turnover Separations | Turnover

Turnover
PARDONS AND PAROLE, 11.3% 1 3.0% 3 9.5% 4 12.9% 2 6.7% 7 24.6%
COMMISSION OF
PARKS AND 6.9% 12 8.1% 10 6.8% 7 5.0% 10 7.4% 10 7.4%
RECREATION,
DEPARTMENT OF
PERSI 7.7% 2 3.5% 6 10.6% 4 7.4% 7 13.3% 2 3.7%
PHARMACY, BOARD OF 4.4% 1 8.7% 1 8.7% 0 0.0% 0 0.0% 0 0.0%
POLICE, IDAHO STATE 4.0% 18 3.5% 19 3.8% 19 3.9% 27 5.7% 15 3.2%
PUBLIC TELEVISION 3.8% 4 6.9% 0 0.0% 2 4.0% 1 2.0% 1 2.1%
PUBLIC UTILITIES 5.9% 1 2.6% 4 10.4% 2 5.4% 3 8.5% 1 2.9%
COMMISSION
RACING, STATE 44.4% 0 0.0% 1 66.7% 0 0.0% 0 0.0% 1 66.7%
COMMISSION
REAL ESTATE 13.4% 0 0.0% 1 8.7% 0 0.0% 3 31.6% 0 0.0%
COMMISSION, IDAHO
STATE PUBLIC DEFENSE 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
COMMISSION
TAX APPEALS, BOARD 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
OF
TAX COMMISSION, 5.1% 24 5.6% 21 5.0% 16 3.8% 25 6.0% 21 5.0%
IDAHO STATE
TRANSPORTATION, 4.2% 58 3.9% 63 4.3% 67 4.5% 67 4.3% 67 4.2%
DEPARTMENT OF
VETERANS SERVICES, 14.3% 43 13.8% 45 14.5% 54 18.0% 34 11.7% 40 13.4%
DIVISION OF
VETERINARY 16.7% 0 0.0% 1 50.0% 0 0.0% 0 0.0% 0 0.0%
MEDICINE, BOARD OF
VOCATIONAL 11.2% 8 14.8% 0 0.0% 7 13.2% 5 9.3% 4 7.4%
REHABILITATION,
DIVISION OF
WATER RESOURCES, 6.8% 10 6.8% 8 5.7% 9 6.6% 8 6.0% 12 9.0%
DEPARTMENT OF

STATEWIDE
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Appendix T — Classified Employees Involuntary Separations by Agency FY 14-18

Agency Name

5 Year
Average
Turnover

Rate

FY 2018
Separations

FY 2018
Turnover
Rate

FY 2017
Separations

FY 2017
Turnover
Rate

FY 2016
Separations

FY 2016
Turnover
Rate

FY 2015
Separations

FY 2015
Turnover
REI

FY 2014
Separations

FY 2014
Turnover
Rate

ACCOUNTANCY, STATE 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
BOARD OF

ADMINISTRATION, 2.9% 4 3.7% 3 2.5% 3 2.5% 5 4.3% 2 1.7%
DEPARTMENT OF

AGING, COMMISSION ON 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
AGRICULTURE, 3.7% 9 4.9% 8 4.6% 4 2.3% 3 1.8% 8 4.8%
DEPARTMENT OF

BLIND AND VISUALLY 2.7% 0 0.0% 0 0.0% 2 5.4% 1 2.8% 0 0.0%
IMPAIRED, COMMISSION

FOR THE

BOISE STATE UNIVERSITY 3.1% 14 2.5% 30 5.4% 19 3.4% 10 1.8% 13 2.2%
BRAND INSPECTOR, STATE 3.3% 0 0.0% 1 3.2% 3 10.0% 0 0.0% 0 0.0%
BUILDING SAFETY, 2.1% 2 1.6% 4 3.4% 1 0.9% 4 3.7% 1 1.0%
DIVISION OF

CAREER-TECHNICAL 7.0% 2 18.2% 1 8.7% 1 8.3% 0 0.0% 0 0.0%
EDUCATION, DIVISION OF

COMMERCE, DEPARTMENT 2.8% 1 2.7% 1 2.9% 1 2.9% 1 2.8% 1 2.9%
OF

CONSERVATION, SOIL AND 2.9% 1 5.7% 1 5.9% 0 0.0% 0 0.0% 0 0.0%
WATER COMMISSION

CORRECTION, DEPARTMENT 4.6% 124 6.7% 117 6.1% 121 6.3% 19 1.0% 46 2.8%
OF

DENTISTRY, BOARD OF 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
EASTERN IDAHO 9 3 8.5% 1 2.7% 4 10.3% 1 2.6%
TECHNICAL COLLEGE

EDUCATION, STATE BOARD 15.3% 2 36.4% 0 0.0% 1 25.0% 0 0.0% 0 0.0%
OF

ENDOWMENT FUND 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
INVESTMENT BOARD

ENGINEERS AND LAND 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
SURVEYORS,

PROFESSIONAL BOARD OF
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 | FY 2017 FY 2016 FY 2016 | FY 2015 FY2015 FY2014 FY 2014

Average Separations Turnover Separations Turnover | Separations Turnover | Separations Turnover Separations Turnover
Turnover

ENVIRONMENTAL QUALITY, 0.8% 3 0.9% 3 0.9% 5 1.5% 1 0.3% 1 0.3%

DEPARTMENT OF

FINANCE, DEPARTMENT OF 1.1% 0 0.0% 0 0.0% 2 3.4% 0 0.0% 0 0.0%

FISH AND GAME, 1.2% 9 1.7% 11 2.1% 9 1.7% 1 0.2% 2 0.4%

DEPARTMENT OF

HEALTH AND WELFARE, 4.2% 140 5.2% 144 52% 123 4.6% 60 2.3% 92 3.5%

DEPARTMENT OF

HEALTH DISTRICT 1 6.5% 12 10.6% 6 5.3% 5 4.6% 1 9.0% 3 2.8%

(PANHANDLE)

HEALTH DISTRICT 2 (NORTH 1.1% 1 2.4% 0 0.0% 1 2.2% 0 0.0% 0 0.0%

CENTRAL)

HEALTH DISTRICT 3 2.0% 2 2.2% 3 3.2% 1 1.1% 1 1.2% 2 2.4%

(SOUTHWEST)

HEALTH DISTRICT 4 3.3% 4 3.9% 5 4.6% 7 6.3% 1 0.9% 1 0.9%

(CENTRAL)

HEALTH DISTRICT 5 (SOUTH 2.9% 2 2.9% 1 1.4% 6 8.9% 1 1.5% 0 0.0%

CENTRAL)

HEALTH DISTRICT 6 2.2% 1 1.4% 1 1.4% 3 4.2% 2 2.9% 1 1.3%

(SOUTHEASTERN)

HEALTH DISTRICT 7 4.2% 3 3.2% 2 2.1% 13 13.6% 1 1.1% 1 1.1%

(EASTERN)

HISPANIC AFFAIRS, IDAHO 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

COMMISSION ON

HISTORICAL SOCIETY, 0.8% 0 0.0% 1 2.3% 0 0.0% 0 0.0% 0 0.0%

IDAHO STATE

HUMAN RESOURCES, 11.8% 1 9.5% 3 35.3% 1 14.3% 0 0.0% 0 0.0%

DIVISION OF

IDAHO STATE UNIVERSITY 2.3% 17 2.8% 25 3.7% 25 3.7% 2 0.3% 7 1.1%

INDEPENDENT LIVING 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

COUNCIL

INDUSTRIAL COMMISSION 4.3% 4 5.4% 5 6.8% 6 8.0% 0 0.0% 1 1.3%

INSURANCE, DEPARTMENT 4.7% 5 8.9% 4 7.1% 2 3.6% 1 1.9% 1 1.7%

OF
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Agency Name 5 Year FY 2018 FY 2018 FY 2017 FY 2017 | FY 2016 FY 2016 | FY 2015 FY 2015 FY 2014  FY 2014
Average Separations = Turnover Separations Turnover | Separations Turnover Separations Turnover Separations Turnover

Turnover
JUVENILE CORRECTIONS, 3.0% 12 3.0% 17 4.3% 15 3.9% 5 1.3% 10 2.6%
DEPARTMENT OF
LABOR, DEPARTMENT OF 1.7% 7 1.4% 9 1.8% 13 2.4% 5 0.9% 11 1.9%
LANDS, DEPARTMENT OF 1.6% 3 1.0% 9 3.3% 6 2.3% 4 1.6% 0 0.0%
LAVA HOT SPRINGS 5.6% 0 0.0% 2 16.7% 0 0.0% 0 0.0% 0 0.0%
FOUNDATION
LEWIS-CLARK STATE 4.9% 12 9.6% 3 2.4% 8 6.4% 2 1.6% 6 4.8%
COLLEGE
LIBRARIES, IDAHO 1.5% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 1 3.0%
COMMISSION FOR
LIQUOR DIVISION, IDAHO 6.6% 15 7.0% 21 10.1% 19 9.4% 5 2.5% 8 4.1%
STATE
LOTTERY COMMISSION, 4.2% 0 0.0% 1 12.5% 0 0.0% 0 0.0% 0 0.0%
IDAHO STATE
MEDICINE, BOARD OF 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
NURSING, BOARD OF 11.1% 1 13.3% 0 0.0% 0 0.0% 0 0.0% 1 20.0%
OCCUPATIONAL LICENSES, 4.0% 0 0.0% 3 9.0% 0 0.0% 0 0.0% 1 3.1%
BUREAU OF
OUTFITTERS AND GUIDES 9.5% 0 0.0% 1 28.6% 0 0.0% 0 0.0% 0 0.0%
LICENSING BOARD
PARDONS AND PAROLE, 2.2% 0 0.0% 0 0.0% 1 3.2% 0 0.0% 1 3.5%
COMMISSION OF
PARKS AND RECREATION, 1.2% 3 2.0% 0 0.0% 4 2.8% 0 0.0% 0 0.0%
DEPARTMENT OF
PERSI 5.4% 1 1.7% 6 10.6% 6 11.1% 0 0.0% 2 3.7%
PHARMACY, BOARD OF 6.2% 1 8.7% 0 0.0% 0 0.0% 0 0.0% 1 10.0%
POLICE, IDAHO STATE 2.4% 17 3.3% 15 3.0% 17 3.5% 4 0.8% 7 1.5%
PUBLIC TELEVISION 0.6% 1 1.7% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
PUBLIC UTILITIES 3.9% 2 5.2% 3 7.8% 0 0.0% 1 2.8% 0 0.0%
COMMISSION
RACING, STATE 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
COMMISSION
REAL ESTATE COMMISSION, 9.9% 2 18.2% 1 8.7% 1 10.0% 1 12.5% 0 0.0%
IDAHO
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STATEWIDE

Agency Name 5 Year FY 2018 FY 2018 FY 2017 | FY2017 | FY 2016 FY 2016 FY 2015 FY 2015 FY 2014 FY 2014

Average Separations Turnover Separations Turnover | Separations Turnover | Separations Turnover Separations Turnover
Turnover

STATE PUBLIC DEFENSE 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

COMMISSION

TAX APPEALS, BOARD OF 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%

TAX COMMISSION, IDAHO 1.4% 5 1.2% 7 1.7% 9 2.2% 3 0.7% 6 1.4%

STATE

TRANSPORTATION, 2.3% 42 2.8% 47 3.2% 26 1.7% 30 2.0% 26 1.6%

DEPARTMENT OF

VETERANS SERVICES, 12.1% 39 12.5% 63 20.3% 50 16.7% 15 52% 18 6.0%

DIVISION OF

VETERINARY MEDICINE, 83.4% 0 0.0% 0 0.0% 0 0.0% 1 100.0% 1 66.7%

BOARD OF

VOCATIONAL 4.1% 2 3.7% 2 3.8% 5 9.4% 0 0.0% 2 3.7%

REHABILITATION, DIVISION

OF

WATER RESOURCES, 1.7% 1 0.7% 5 3.6% 4 2.9% 1 0.7% 1 0.7%

DEPARTMENT OF
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Appendix U — Classified Retirement Turnover by Agency

Agency Name FY 2018 FY 2018

Retirements Turnover
Rate
0.0%
3.7%
8.7%
4.4%
2.5%
3.3%
6.3%
2.4%
18.2%
0.0%
5.7%
2.2%
0.0%

ACCOUNTANCY, STATE BOARD OF

ADMINISTRATION, DEPARTMENT OF

AGING, COMMISSION ON

AGRICULTURE, DEPARTMENT OF

BLIND AND VISUALLY IMPAIRED, COMMISSION FOR THE
BOISE STATE UNIVERSITY

BRAND INSPECTOR, STATE

BUILDING SAFETY, DIVISION OF

CAREER-TECHNICAL EDUCATION, DIVISION OF

COMMERCE, DEPARTMENT OF

CONSERVATION, SOIL AND WATER COMMISSION
CORRECTION, DEPARTMENT OF

DENTISTRY, BOARD OF

EASTERN IDAHO TECHNICAL COLLEGE

EDUCATION, STATE BOARD OF

ENDOWMENT FUND INVESTMENT BOARD

ENGINEERS AND LAND SURVEYORS, PROFESSIONAL BOARD OF
ENVIRONMENTAL QUALITY, DEPARTMENT OF

FINANCE, DEPARTMENT OF

FISH AND GAME, DEPARTMENT OF

HEALTH AND WELFARE, DEPARTMENT OF

HEALTH DISTRICT 1| (PANHANDLE)

HEALTH DISTRICT 2 (NORTH CENTRAL)

HEALTH DISTRICT 3 (SOUTHWEST)

HEALTH DISTRICT 4 (CENTRAL)

HEALTH DISTRICT 5 (SOUTH CENTRAL)

HEALTH DISTRICT 6 (SOUTHEASTERN)

HEALTH DISTRICT 7 (EASTERN)

HISPANIC AFFAIRS, IDAHO COMMISSION ON

HISTORICAL SOCIETY, IDAHO STATE

HUMAN RESOURCES, DIVISION OF

IDAHO STATE UNIVERSITY 3.4%
INDEPENDENT LIVING COUNCIL 0.0%
INDUSTRIAL COMMISSION 5 6.8%
INSURANCE, DEPARTMENT OF 3 5.4%
JUVENILE CORRECTIONS, DEPARTMENT OF 1.8%
LABOR, DEPARTMENT OF 26 5.4%
LANDS, DEPARTMENT OF 2.8%
LAVA HOT SPRINGS FOUNDATION 7.4%
LEWIS-CLARK STATE COLLEGE 1.6%
LIBRARIES, IDAHO COMMISSION FOR 11.8%
LIQUOR DIVISION, IDAHO STATE 2.3%

— o= O

—_
o]

0.0%
0.0%
0.0%
4.1%
4.9%
3.4%
2.3%
2.7%
2.4%
0.0%
1.9%
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4.2%
3.2%
0.0%
11.6%
0.0%
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Agency Name

FY 2018

FY 2018

LOTTERY COMMISSION, IDAHO STATE

Retirements

[

Turnover Rate

0.0%

MEDICINE, BOARD OF

0.0%

NURSING, BOARD OF

0.0%

OCCUPATIONAL LICENSES, BUREAU OF

0.0%

OUTFITTERS AND GUIDES LICENSING BOARD

0.0%

PARDONS AND PAROLE, COMMISSION OF

6.0%

PARKS AND RECREATION, DEPARTMENT OF

2.7%

PERSI

3.5%

PHARMACY, BOARD OF

8.7%

POLICE, IDAHO STATE

1.2%

PUBLIC TELEVISION

5.2%

PUBLIC UTILITIES COMMISSION

7.8%

RACING, STATE COMMISSION

0.0%

REAL ESTATE COMMISSION, IDAHO

0.0%

STATE PUBLIC DEFENSE COMMISSION

0.0%

TAX APPEALS, BOARD OF

(=] Rl Kl Ke) QOS] RS ) No N Il I SR I 2N B \S ) Rl Rewll ewl Ren)

0.0%

TAX COMMISSION, IDAHO STATE

—_
~

3.9%

TRANSPORTATION, DEPARTMENT OF

~
W

4.9%

VETERANS SERVICES, DIVISION OF

—_
—_

3.5%

VETERINARY MEDICINE, BOARD OF

0.0%

VOCATIONAL REHABILITATION, DIVISION OF

1.9%

WATER RESOURCES, DEPARTMENT OF
STATEWIDE

W=

405

2.0%
3.1%
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Appendix V — Classified Retirement Forecast by Agency Calendar Years 2018-2048

Less 5to9 10 to 20 to 30 or

than 5 years 19 29 more
years years  years years
ACCOUNTANCY, STATE BOARD OF 1 2
ADMINISTRATION, DEPARTMENT OF 9 12 46 28 5
AGING, COMMISSION ON 1 2 6 3
AGRICULTURE, DEPARTMENT OF 22 12 47 67 38
BLIND AND VISUALLY IMPAIRED, COMMISSION 4 4 17 12 1
FOR THE
BRAND INSPECTOR, STATE 7 5 9 9 1
BUILDING SAFETY, DIVISION OF 8 18 61 43 5
CAREER-TECHNICAL EDUCATION, DIVISION OF 2 1 4 4
COMMERCE, DEPARTMENT OF 2 4 14 14 2
CORRECTION, DEPARTMENT OF 146 201 670 736 86
DENTISTRY, BOARD OF
EDUCATION, STATE BOARD OF 3 1
ENDOWMENT FUND INVESTMENT BOARD 1
ENGINEERS AND LAND SURVEYORS, 1 1
PROFESSIONAL BOARD OF
ENVIRONMENTAL QUALITY, DEPARTMENT OF 35 50 110 124 32
FINANCE, DEPARTMENT OF 4 8 21 22 7
FISH AND GAME, DEPARTMENT OF 85 69 175 162 52
HEALTH AND WELFARE, DEPARTMENT OF 160 244 848 1,129 323
HEALTH DISTRICT 1 (PANHANDLE) 4 7 42 51
HEALTH DISTRICT 2 (NORTH CENTRAL) 4 5 15 13 3
HEALTH DISTRICT 3 (SOUTHWEST) 4 11 35 28
HEALTH DISTRICT 4 (CENTRAL) 4 11 40 33 16
HEALTH DISTRICT 5 (SOUTH CENTRAL) 7 7 17 26 10
HEALTH DISTRICT 6 (SOUTHEASTERN) 4 26 19 9
HEALTH DISTRICT 7 (EASTERN) 5 9 28 33 13
HISPANIC AFFAIRS, IDAHO COMMISSION ON 1
HISTORICAL SOCIETY, IDAHO STATE 2 13 19 6
HUMAN RESOURCES, DIVISION OF 2 2 8 1
INDEPENDENT LIVING COUNCIL 1 1
INDUSTRIAL COMMISSION 7 6 23 26 12
INFORMATION TECHNOLOGY SERV, OFFICE OF 7 7 9
INSURANCE, DEPARTMENT OF 6 6 23 21 3
JUVENILE CORRECTIONS, DEPARTMENT OF 26 35 136 134 60
LABOR, DEPARTMENT OF 56 85 196 107 15
LANDS, DEPARTMENT OF 34 33 106 104 25
LAVA HOT SPRINGS FOUNDATION 1 3 5 5 1
LEWIS-CLARK STATE COLLEGE 7 8 47 37 26
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5to9 10 to 20 to 30 or

years 19 29 more
years  years years

LIBRARIES, IDAHO COMMISSION FOR 4 4 12 15
LIQUOR DIVISION, IDAHO STATE 8 36 66 77 28
LOTTERY COMMISSION, IDAHO STATE 1 2 1
MEDICINE, BOARD OF 4
NURSING, BOARD OF 1 1 3 1
OCCUPATIONAL LICENSES, BUREAU OF 3 7 19 8
OUTFITTERS AND GUIDES 2 1 1
PARDONS AND PAROLE, COMMISSION OF 4 11 10 10
PARKS AND RECREATION, DEPARTMENT OF 19 16 62 38 13
PERSI 2 5 28 20 3
PHARMACY, BOARD OF 2 3 5
POLICE, IDAHO STATE 43 74 181 189 28
PUBLIC TELEVISION 12 8 22 12
PUBLIC UTILITIES COMMISSION 3 17 13 2
RACING, STATE COMMISSION 1
REAL ESTATE COMMISSION 1 1 5 4
SOIL AND WATER CONSERVATION 2 3 3 1
COMMISSION
STATE PUBLIC DEFENSE COMMISSION 1 3
TAX APPEALS, BOARD OF 2 2
TAX COMMISSION, IDAHO STATE 53 51 165 125 30
TRANSPORTATION, DEPARTMENT OF 186 218 524 443 155
VETERANS SERVICES, DIVISION OF 16 30 114 125 29
VETERINARY MEDICINE, BOARD OF 1
VOCATIONAL REHABILITATION, DIVISION OF 4 7 19 20 6
WATER RESOURCES, DEPARTMENT OF 20 14 48 47 16
WORKFORCE DEVELOPMENT COUNCIL 1 2 1
Total 1,039 1,371 4,113 4,202 1,093

179|FY 2020 CEC Report



Appendix W — Total Retirement Forecast by Agency Calendar Years 2018-2048

Agency

ACCOUNTANCY, STATE BOARD OF

Less than
5 years
1

5t09
years

10 to 19
years
9

20 to 29
years
1

30 or more
years

ADMINISTRATION, DEPARTMENT OF

12

13

50

30

AGING, COMMISSION ON

2

2

10

4

AGRICULTURE, DEPARTMENT OF

35

21

72

112

58

BLIND AND VISUALLY IMPAIRED, COMMISSION
FOR THE

4

19

13

BRAND INSPECTOR, STATE

13

9

BUILDING SAFETY, DIVISION OF

20

66

45

CAREER-TECHNICAL EDUCATION, DIVISION OF

12

14

COMMERCE, DEPARTMENT OF

20

Wl |Dn|—

CORRECTION, DEPARTMENT OF

208

670

DENTISTRY, BOARD OF

[

EDUCATION, STATE BOARD OF

19

ENDOWMENT FUND INVESTMENT BOARD

ENGINEERS AND LAND SURVEYORS,
PROFESSIONAL BOARD OF

ENVIRONMENTAL QUALITY, DEPARTMENT OF

41

53

119

124

32

FINANCE, DEPARTMENT OF

21

21

FISH AND GAME, DEPARTMENT OF

74

210

194

115

HEALTH AND WELFARE, DEPARTMENT OF

166

247

866

1,165

391

HEALTH DISTRICT 1 (PANHANDLE)

10

48

52

10

HEALTH DISTRICT 2 (NORTH CENTRAL)

22

HEALTH DISTRICT 3 (SOUTHWEST)

12

39

29

HEALTH DISTRICT 4 (CENTRAL)

14

43

38

16

HEALTH DISTRICT 5 (SOUTH CENTRAL)

22

26

11

HEALTH DISTRICT 6 (SOUTHEASTERN)

33

23

10

HEALTH DISTRICT 7 (EASTERN)

Nl | Dnh|Wn|Wn

10

36

34

11

HISPANIC AFFAIRS, IDAHO COMMISSION ON

HISTORICAL SOCIETY, IDAHO STATE

17

HUMAN RESOURCES, DIVISION OF

INDEPENDENT LIVING COUNCIL

INDUSTRIAL COMMISSION

41

46

INFORMATION TECHNOLOGY SERV, OFFICE OF

10

INSURANCE, DEPARTMENT OF

26

28

JUVENILE CORRECTIONS, DEPARTMENT OF

140

135

LABOR, DEPARTMENT OF

201

111

LANDS, DEPARTMENT OF

130

142

LAVA HOT SPRINGS FOUNDATION

LEWIS-CLARK STATE COLLEGE

168

166

LIBRARIES, IDAHO COMMISSION FOR

13

15

LIQUOR DIVISION, IDAHO STATE

67

79

LOTTERY COMMISSION, IDAHO STATE

22

MEDICINE, BOARD OF
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Agency Lessthan Sto9 10to19 20to29 30 or more
S years years years years years

NURSING, BOARD OF 3 1 9 3

OCCUPATIONAL LICENSES, BUREAU OF 3 9 19 7

OUTFITTERS AND GUIDES 2 4 1

PARDONS AND PAROLE, COMMISSION OF 4 11 12 10

PARKS AND RECREATION, DEPARTMENT OF 20 19 67 39 15

PERSI 5 5 30 23 3

PHARMACY, BOARD OF 3 4 6 1

POLICE, IDAHO STATE 42 76 183 189 28

PUBLIC TELEVISION 14 9 25 13 1

PUBLIC UTILITIES COMMISSION 8 2 20 15 2

RACING, STATE COMMISSION 1 1

REAL ESTATE COMMISSION 1 1 6 5

SOIL AND WATER CONSERVATION 2 3 9 6 2

COMMISSION

STATE PUBLIC DEFENSE COMMISSION 2 4

TAX APPEALS, BOARD OF 1 2 2

TAX COMMISSION, IDAHO STATE 56 55 167 126 31

TRANSPORTATION, DEPARTMENT OF 187 221 542 451 161

VETERANS SERVICES, DIVISION OF 16 32 118 127 36

VETERINARY MEDICINE, BOARD OF 1 1

VOCATIONAL REHABILITATION, DIVISION OF 6 21 54 48 18

WATER RESOURCES, DEPARTMENT OF 21 16 53 47 16

WORKFORCE DEVELOPMENT COUNCIL 2 2 1

Total \ 1,166 1,518 4,612 4,630 1,342
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