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Castle Rocks State Park features an historic ranch set within an 
inspiring landscape of granite spire and monoliths.  The park is 
located just north of the more familiar City of Rocks National 
Reserve near Almo in Cassia County.  Castle Rocks is popular with 

rock climbers, equestrians, birders, and photographers.  The park offers hunting and fishing, an archery 
course, and a century-old manicured orchard perfect for picnics, weddings, and family gatherings. The 
park also provides the Willow Glamping Yurt set beside Almo Creek. The yurt includes a king-size bed 
and fireplace so you might forget you are camping! A weekend at the historic ranch house (lodge) is truly 
a unique experience for small groups or a large family. The park is open year-round. For more information 
find us on the web at: Castle Rocks State Park | Department of Parks and Recreation (idaho.gov) or call 
208-824-5901. 
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EXECUTIVE SUMMARY 

As Idaho’s private and public employers seek to attract and retain employees, the State of Idaho 
(the “State”) must continue to strive for a competitive compensation plan as required in statute in 
order to hire and retain qualified and dedicated employees.  
 
One theme evident when analyzing our 25,000 strong statewide workforce, state employees 
proudly overproduce while being underpaid. This concept starkly came to my attention from Lewis 
and Clark State College which does a remarkable job producing degrees at half the cost. Our 
troopers, social workers, correctional officers, archivists, agriculture inspectors, engineers, 
snowplow drivers, financial technicians, nurses, IT, and state employees in a thousand other 
positions are productive and proud to serve the citizens of Idaho yet are paid below market.  
 
Serving as the interim director for the  Idaho Parks and Recreation Department, I have observed 
employees welding, building, and “making do” while providing epic outdoor recreation 
opportunities; much needed during the COVID-19 pandemic when so many of us retreated to the 
outdoors for solace.  
 
The Governor and the Legislature have acknowledged this situation and worked to address it. 
Despite this, the State finds itself 10% below market for actual salaries in 2020 according to our 
local survey.1 We believe our recommendation for the Change in Employee Compensation is 
reasonable and attainable. This report demonstrates why. 
 
The State’s total compensation plan steadied at 12% below market in both 2018 and 2019, 
signaling that the State was no longer losing ground relative to the market.2 The commitment of 
the Governor and the State Legislature steadily increasing total compensation since the economic 
downturn helped the State maintain its market position.3   
 
During the 2020 Legislative Session, Governor Little and the Legislature moved the salary 
structure upward by 3%, allocated 2% for merit-based increases, approved current payline 
exceptions for FY 2021, and maintained the State’s employee benefits package funding. In 
addition, the Legislature provided funding for a 2% across-the-board (“ATB”) increase for 
permanent state employees in 20 job classifications identified by the Idaho Division of Human 
Resources (“DHR”) as most in need of equity adjustments in the FY 2021 Change in Employee 
Compensation (“CEC”) & Benefits Report. These statewide decisions were made by the 
Legislature on February 12, 2020.  
 
Idaho’s 2019 average unemployment rate of 2.9% continued trending downward until March 2020 
with an unemployment rate of 2.5%, indictive of a thriving state economy very near full 
employment. In response to the pandemic, Idaho’s unemployment rate spiked in April 2020 to 
11.8%.4  

 
1 Milliman State of Idaho Custom Salary Survey, Appendix A. 
2 The 2019 Korn Ferry Total Compensation Report can be found in Appendix C of the FY 2021 Change in 
Employee Compensation & Benefits Report at https://dhr.idaho.gov/wp-content/uploads/PDFs/CEC/FY2021CEC.pdf. 
3 Five Year Synopsis of State CEC Increases FY 2017-2021, Appendix B. 
4 Idaho Department of Labor, Labor Force Statistics, reported at https://lmi.idaho.gov/laus. 
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On March 13, 2020, Governor Little issued the first of several proclamations related to Idaho’s 
state of emergency caused by the COVID-19 pandemic. Later in the same day, Idaho’s first 
positive case of COVID-19 was confirmed.  
 
Governor Little issued Executive Order No. 2020-05 to temporarily reduce General Fund (“GF”) 
spending authority after determining that GF expenditures authorized by the Legislature would 
likely exceed anticipated state revenue due to the State’s ongoing COVID-19 response.  
 
On March 27, 2020, the Governor issued workforce guidance related to alleviating the widespread 
impacts on state revenue by implementing a hiring freeze of non-essential positions; restricting 
paid overtime and administrative leave; freezing compensation (including the implementation of 
the approved FY 2021 CEC and 2% ATB increase for target positions); limiting end-of-year 
encumbrances; and, limiting purchasing to essential, time-sensitive needs.  
 
As described in the August 2020 Idaho General Fund Revenue Report, the State’s revised revenue 
outlook was “shaped by the coronavirus-induced sharp, short decline in local economic activity 
followed by a slow recovery.”5 Based on Idaho’s responsible management of its pandemic 
response, the State experienced a quicker economic rebound amid the global pandemic than most 
states while leading in several national rankings for economic prosperity.6  
 
The first quarter of the fiscal year showed the State $102.5 million ahead of the revised revenue 
forecast. While cautiously optimistic about the state’s revenue outlook, on October 8, 2020, the 
Governor lifted the hiring and salary freeze implemented in March, allowing agencies to move 
forward with hiring and compensation changes using normal state HR and budget procedures as 
needed for hard-to-fill, hard-to-retain positions and merit increases. Distribution of general 
agency-wide FY 2021 CEC remains suspended and is expected to be addressed in the FY 2022 
budget recommendation.  
 
The November 2020 Idaho General Fund Revenue Report continues to indicate a stronger 
economy than had been expected in August’s revenue projections. The updated data show Idaho’s 
labor market was “notably resilient midyear even as the pandemic reached into the state.”7 
 
Accordingly, DHR recommends the following to the Governor and the Legislature: (a) increase 
the salary structure by 2% to continue moving 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 at least 2%; and (d) maintain the 
overall design of the benefits package and percentage contributions for employee benefits. DHR 
also recommends that the FY 2021 2% ATB increase for targeted positions be implemented in FY 
2022. 
  
 

 
5 Full report available at https://dfm.idaho.gov/publications/eab/gfrr/gfrr2021/gfrr_aug2020.pdf. 
6 Governor Little (2020). Idaho leads in economic rebound, Gov. Little highlights steps taken to strengthen 
economy. Retrieved from: https://gov.idaho.gov/pressrelease/idaho-leads-in-economic-rebound-gov-little-
highlights-steps-taken-to-strengthen-economy/. 
7 Full report available at https://dfm.idaho.gov/publications/eab/gfrr/gfrr2021/gfrr_nov2020.pdf. 
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COVID-19 PANDEMIC 

 
Governor Little’s Statewide Emergency Declaration & DHR COVID-19 Mitigation 
Strategies  

In March 2020, Governor Little issued an emergency declaration order and subsequent stay at 
home order directing all businesses and government agencies to cease non-essential operations at 
physical locations.  
 
 
Continuity of Operations Planning  

In conjunction with the Governor’s Office, DHR directed agencies to develop, update, and 
implement agency Continuity of Operations Plans (“COOP”) to ensure agency operations 
continued during the pandemic. DHR implemented a process for agencies to submit their COOP 
plans to the Governor’s Office and DHR in a timely and orderly fashion. Additionally, DHR 
developed a temporary telecommuting policy and contract for state employees, along with 
guidance for agencies to manage a remote workforce. 
 
DHR provided state agencies guidance on proper notification to consumers about office closures, 
contact information, and direction to develop self-service options where applicable. State agencies 
immediately transitioned 66% of the State’s workforce to telecommuting and implemented 
policies and procedures to ensure safe workplace practices for those who were unable to 
telecommute. 
 
 
Compensation and Hiring Freeze  

In response to Executive Order No. 2020-05 to temporarily reduce General Fund (“GF”) spending 
authority, DHR created a process for agencies to submit requests for review by DHR and the 
Division of Financial Management (“DFM”) to fill essential positions, place employees on paid 
administrative leave, and issue compensation increases. Through this process, DHR and DFM 
reviewed approximately 600 requests8 between April 2, 2020 and October 14, 2020, to take actions 
specifically related to hiring, administrative leave, and employee compensation. As a result of 
DHR’s implementation of this process, requests were reviewed daily and oversight provided in 
ensuring the Governor’s directive was upheld. 
 
 
Telecommuting  

DHR created a temporary statewide telecommuting policy specific to the pandemic, allowing 
employees to complete their daily work at home, in accordance with applicable laws and policies. 
After implementation, DHR surveyed state agencies in July 2020, to obtain feedback on agency 
telecommuting success and received positive feedback regarding productivity, communication, 
and supervision.  

 
8 Some agencies requested and received blanket approval to hire essential positions, i.e. emergency responders, 
troopers, correctional officers, nurses, and other medical personnel. 
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Prior to the state emergency, just 6.5% of state agencies had at least half of their staff 
telecommuting and 86% of agencies had one (1) or less employees telecommuting. 
 
Sixty-six percent (66%) of state employees with the ability to telework were able to quickly 
transition to telework, a concept which had not been widely considered prior to the pandemic.  
Between March and June, 82% of state agencies had at least half of their staff telecommuting. 
Only one (1) state agency did not have any employees telecommuting during this time. 
 
State employees were successful while telecommuting with 79% of agencies reporting that their 
employees had at least the same amount of productivity or higher. Sixty-five percent (65%) of 
agencies reported that their employees communicated the same amount or higher. Eighty-one 
percent (81%) of agencies reported their supervisors had the same level of productivity or higher 
while their employees were telecommuting. 
 
State agencies reported that 91% of their employees would return to work by the end of July. Only 
9% of agencies stated that their employees would return to work after July 31, 2020. 
 
DHR studied the potential barriers for employees returning to work. The most notable included 
general concerns of contracting the virus, fear of bringing the virus home to vulnerable members 
in their household, and employees wanting to continue telecommuting. Childcare and school 
closures were also cited as a barrier for employees at 61% of state agencies.  
 
 
State Employee Childcare 

DHR conducted a State Employee Childcare Survey which was sent to all state employees on 
August 28, 2020, asking only employees with school-age children or childcare age to respond. 
Approximately 3,500 state employees responded to the survey.  
 
Parents/caregivers were asked if they had any special hardships/conflict regarding their work 
schedule and their child’s school schedule due to COVID-19 restrictions/guidelines. Employees 
who responded “yes” to this question (45%) were asked to provide an explanation. The top 
hardship/conflict identified by 65% of survey respondents that said “yes”, was the balance of work, 
online schooling, and general schedule conflicts. Childcare cost was the second hardship with 5% 
of the responses, and children with learning/developmental disabilities was the third identified 
hardship with 4% of the responses.  
 
Parents/caregivers were also asked how the State could help support them during this time. Some 
representative suggestions made were to provide/continue to provide telecommuting options, 
flexible schedule options,  and to provide compensation to cover the increased/additional cost of 
childcare.  
 
Overall, the survey results point heavily towards the need of flexibility with work schedules and 
locations. Employees are wanting the ability to work from home to care for their children who are 
not able to attend childcare or school due to COVID-19 while still fulfilling their work 
responsibilities.  
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Training Virtual Transition 

All DHR trainings were quickly transitioned online. These trainings include the Certified Public 
Manager Program (“CPM”), Supervisory Academy, Crucial Conversations, Crucial 
Accountability, Getting Things Done, and Respectful Workplace. For Directors, Agency Heads, 
and Agency Human Resource staff training, DHR scheduled separate weekly virtual meetings to 
provide COVID-19 related information and updates, to quickly address all questions and identify 
barriers agencies were experiencing related to COVID-19. These calls provided the ability to get 
current information from the Governor’s office and other essential guidance out to agencies. The 
calls assisted agencies in creating and implementing workplace return to work plans addressing 
workplace safety and connecting agencies to different resources that could provide necessary 
protective equipment for the office. The calls continue to occur and are well attended. 
  
On a local level, DHR participated in daily zoom virtual meetings with higher education 
representatives on managing and navigating through the COVID-19 pandemic. On a national level, 
DHR participated in zoom virtual meetings which included other human resources administrators 
on managing and navigating the COVID-19 pandemic. 
 
DHR implemented virtual recruitment efforts in order to assist agencies in hiring of critical 
positions during the pandemic. 
 
 
Families First Coronavirus Response Act 

In response to the federal Families First Coronavirus Response Act (“FFCRA”) effective from 
April 2, 2020 and set to expire on December 31, 2020, DHR analyzed the act and developed a 
policy on using FFCRA appropriately. The FFCRA provides paid sick leave and expands the 
Family and Medical Leave Act (“FMLA”) for specific reasons related to COVID-19.  
 
 
Statewide COVID-19 Workforce Policy and Resources 

DHR issued a comprehensive policy providing direction to agencies and employees on how to 
manage the COVID-19 pandemic from an employment perspective. DHR worked collaboratively 
with the Department of Health and Welfare’s Division of Public Health and the Office of the 
Attorney General, to develop guidance on: when employees should stay home; considerations for 
telecommuting; continuity of operations; expanded leave options related to COVID-19; FMLA 
and American’s with Disabilities Act (“ADA”); FFCRA and Emergency Paid Sick Leave Act 
(“EPSLA”); Fair Labor Standards Act (“FLSA”); expectations regarding gatherings; travel 
restrictions; employee wellness resources; access to telemedicine; information regarding daycare 
and medical flexible spending accounts related to COVID-19.  
 
DHR created a COVID-19 webpage to assist directors, supervisors, employees, and human 
resources during the COVID-19 pandemic. This webpage includes communication from the 
Governor’s Office, COVID-19 Workforce Policy, Hazard Pay Policy, FFCRA Policy, Mask 
Guidance, Continuity of Operations Guidance, Return to Work Guidance, Health Orders, 
Communication Templates, Telecommuting Resources, Employee Wellness Resources and  
Centers for Disease Control and Prevention (“CDC”) Information. 
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Waiver of Statutes and Rules Related to COVID-19 

DHR worked with the Office of the Attorney General and the Governor’s Office to waive certain 
state statutes and rules9 to allow expanded leave and compensation options to state employees due 
to the pandemic. 
 
 
Hazard Pay  

In April 2020, DHR analyzed the Coronavirus Aid, Relief, and Economic Security (“CARES”) 
Act10 to implement a temporary hazard pay policy to appropriately administer FFCRA exemption 
and hazard pay bonuses for state employees, who were essential in providing critical services to 
Idaho citizens. DHR worked closely with DFM and the Coronavirus Financial Advisory 
Committee (“CFAC”) to ensure agencies appropriately administered this policy. 
 
To qualify for a hazard pay bonus, an employee must be deemed as performing hazardous, critical 
or essential duty for the substantial majority of their scheduled work hours. As of the pay period 
ending October 31, 2020, over 2,000 state employees have received hazard pay.11 
 
To qualify for a FFCRA exemption bonus, an employee must be exempted from all or a portion 
of the FFCRA and would have otherwise been approved to take leave but for the agency’s 
determination to exempt in accordance with the FFCRA. As of the pay period ending October 31, 
2020, over 1,800 state employees have received an FFCRA exemption bonus. See Appendix C.  
 
 
Expanded Leave Options 

DHR created an Advanced Sick Leave (“ASL”) option available to both benefited and non-
benefited state employees specifically due to COVID-19. ASL provides an advance of up to 80 
hours of sick leave to full-time employees (pro-rated for part-time employees based on their 
average pay period hours during the prior six months). This leave option was vital to state 
employees who were unable to telework and had exhausted all other leave balances at the onset of 
the pandemic, specifically before ASL became a supplement to the FFCRA.  
 
As of the pay period ending October 31, 2020, just under 300 state employees have elected to take 
ASL for COVID-19 reasons. See Appendix C.  
 
State employees who have exhausted all of their leave balances, including ASL, and are unable to 
telecommute, are eligible for up to 80 hours of paid administrative leave (pro-rated for part-time 
employees based on their average pay period hours during the prior six months) to supplement 
paid leave provided by FFCRA or EPSLA up to 100% of their normal rate of pay. COVID-19 
administrative leave may also be granted in accordance with policy approved screening 
procedures. As of the pay period ending October 31, 2020, just under 800 state employees have 
been granted paid administrative leave for COVID-19 reasons. See Appendix C.  

 
9 Waiver available at https://dhr.idaho.gov/wp-content/uploads/2020/COVID-19/StatuteRuleWaiver_04_09_2020.pdf. 
10 The CARES Act.  
11 COVID-19 Pay Drill Downs, Appendix C.  
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Furloughs 

Due to the State’s swift response to ensure a balanced budget throughout the COVID-19 pandemic, 
the financial impact on state employees was minimalized. DHR worked closely with state agencies 
and higher education institutions to provide guidance and resources on legal implementation of 
furloughs. DHR issued FAQs on the COVID-19 webpage to address the high volume of questions 
received.  
 
Boise State University has furloughed over 1,200 employees for a total of approximately 50,000 
hours due to the pandemic. Idaho State University has furloughed over 1,200 employees. Number 
of hours was not available at the time of report. Lewis-Clark State College has furloughed over 
200 employees for a total of over 5,000 hours. University of Idaho has furloughed over 1,700 
employees for a total of just under 47,000 hours. Furloughed employees represent 18% of the 
State’s total workforce.  
 
No other state agencies have utilized furloughs as of the pay period ending October 31, 2020. State 
employees in some other states have not fared as well. For example, employees of the State of 
Colorado were ordered to take unpaid furloughs amid their state budget shortfall.12 These 
mandatory furloughs are tiered based on salary range which require top earners to take four (4) 
unpaid days off and the lowest tier to take one (1) unpaid day off. Employees earning less than 
$50,000 annually were not impacted. The State of Washington also mandated furloughs for their 
employees in management service and implemented a hiring freeze and the withholding of planned 
increases for employees. 
 
 
Layoffs 

The State’s conservative governance throughout the pandemic has also resulted in minimal layoffs. 
The State does not have a COVID-specific layoff code. There are three (3) categories of layoffs: 
(1) layoff due to budget restrictions, (2) medical layoff, and (3) layoff due to a shortage of work. 
Between March 13, 2020 and October 31, 2020, the State experienced a total of 55 layoffs (0.22% 
of its total workforce). Of the total, layoffs due to budget restrictions represented 26 separations 
(0.10% of the total workforce).13  The State experienced 58 layoffs during the same time period in 
both 2018 and 2019.  
 
Layoffs due to budget restrictions occurring between March 13, 2020 and October 31, 2020  

increased from the same period in 2019 by 19 separations and by 24 separations in 2018.  
 
 
Idaho’s Stages of Reopening 

In May 2020, Governor Little began Idaho’s Stages of Reopening allowing employees to return to 
the physical work location in phases if physical distancing, personal protections, sanitation 
requirements could be met. 

 
12 Colorado state workers ordered to take unpaid furlough amid state budget shortfall (2020). Retrieved from: 
https://coloradosun.com/2020/09/22/colorado-state-employees-furlough-budget-coronavirus/. 
13 Layoff Drill Downs, Appendix D. 
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DHR issued guidance to state agencies to appropriately move through the Governor’s phases of 
reopening specifically related to State of Idaho employment. This guidance provided direction and 
recommendations on protecting employees, maintaining business operations, maintaining a 
healthy work environment, and taking personal responsibility for adhering to established work 
guidelines.  
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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.14 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: 

(a) 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. 

(c) 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)   It is 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.” 

 
Idaho Code §59-1603 requires non-classified employees to be paid a salary comparable to 
classified positions with similar duties, responsibilities, training, experience and other 
qualifications.15 See Appendix F for Idaho Code §59-1603 in its entirety.  
 

 
14 §67-5309C Annual Surveys, Reports and Recommendations, Idaho Code, Appendix E. 
15 §59-1603 Conformity With Classified Positions, Idaho Code, Appendix F.  
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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 a job classification’s value in 
relation to other jobs in the organization. In job evaluation, the value of a job is calculated whereas 
in performance evaluation, the merit 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 utilized in the State’s merit-based 
compensation statute.  
 
 
Compensation Structure 

The State of Idaho’s compensation 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.16 The breadth of pay grades allows for variations in 
compensation due to market factors, experience, performance, job complexity, and compensation 
plans within state agencies. 
 
The policy rate within each pay range is intended to represent the “midpoint market average”.17 
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 2019 total 
compensation analysis demonstrates the current policy rates are not at the market average but are 
6.7% below the public sector and 21.5% below the private sector market average.  

 
16 FY 2021 Compensation Schedule, Appendix G. 
17 §67-5309B Idaho Compensation Plan, Idaho Code, Appendix H. 
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The 3% increases to the pay structure over the last four (4) fiscal years have resulted in a positive 
move closer to market average, particularly compared to the public sector.   
 
The State looks at the analysis of compa-ratio18 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 rate19 
is not at the market average, the State’s compa-ratio provides an outdated comparison to 
benchmark jobs in the relevant labor market.   
 
In July 2020, the classified statewide average compa-ratio dropped to 86.3%, with a classified 
average hourly pay rate of $23.53. See Appendix J for classifications with an average compa-ratio 
of less than 80% (single-incumbent classes excluded).20 
 
The following table reflects classified employee count, average pay rate and salary, and average 
compa-ratio over the past five (5) fiscal years: 
 
 

FISCAL  
YEAR 

CLASSIFIED 
EMPLOYEE 

COUNT 
AVERAGE 
PAY RATE 

AVERAGE 
ANNUAL SALARY 

AVERAGE 
COMPA-RATIO 

2020 13,004 $23.53 $48,945.44 86.3% 

2019 13,070 $23.44  $48,755.20  88.9% 
2018 12,931 $22.73  $47,278.40  88.9% 
2017 13,069 $21.87  $45,489.60  88.9% 
2016 13,080 $21.17  $44,033.60  89.6% 

 
 
The static average pay rate and lower compa-ratio in July 2020 reflects the impact of freezing the 
implementation of the approved FY 2021 merit-based CEC while moving forward with increasing 
the pay structure by 3%.  
 
 
Performance Management 

The State of Idaho Compensation Philosophy21 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.  

 
18 “Compa-ratio” is the relationship between an employee’s salary and the policy pay rate of the job. See Glossary, 
Appendix I.   
19 “Policy pay rate” is the salary relative to the external labor market (public and private sector) as determined by 
salary surveys of benchmark jobs. 
20 Average Compa-Ratio by Classification, Appendix J.  
21§67-5309A State Employee Compensation Philosophy, Idaho Code (See page 14 of this report where this statute is 
quoted in its entirety). 
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I-PERFORM is a statewide, web-based employee evaluation system for agency supervisors to 
create evaluations and track employee performance. Performance is a 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 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 employee performance is rated on statewide expectations established by the Governor: 
Promoting Responsible Government, Professionalism, Customer Focus, and Leadership. The State 
uses four (4) levels of ratings within these expectations: Exemplary, Solid Sustained, Achieves, 
and Does Not Achieve.   
 
 
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, hard to retain 
classifications which promotes a consistent statewide approach. The positions on payline 
exception are reviewed annually by DHR.22 All salaries related to the classifications on payline 
exception are covered in agency budgets. No additional appropriation is necessary when 
continuing classifications on payline exception. 
 
 
Target Positions 

In the FY 2021 Change in Employee Compensation & Benefits Report, DHR identified 20 
classifications as the most critically in need of equity adjustments on a statewide basis based on 
an analysis of market data, average turnover, and average compa-ratio rates. The 2020 Legislature 
authorized and funded a 2% equity (not merit-based) for permanent employees in these 20 target 
classifications. The 2% equity increase for these target positions have not been implemented due 
to the economic pressures caused by the pandemic. DHR recommends that the FY 2021 2% across 
the board increase for the target positions be implemented in FY 2022. The 20 classifications 
identified in last year’s report are summarized in the table on the following page with updated 
turnover and compa-ratio detail for 2020. 
 
 
 
 
 
 
 

 
22 Payline Exception/Specific Occupational Inequities, Appendix K. 
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The following table shows the most current estimated total compensation costs to increase each 
classification by increments of 1% - 4%. The estimated costs include salary and variable benefits 
of classified and regular non-classified employees based on current wage levels: 
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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, parental leave, 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.23 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 $23.53 an hour 
has a total compensation of $34.05 an hour.24   
 
 

Paid Parental Leave 

DHR worked closely with the Governor’s Office to research and provide recommendations on the 
implementation of a paid parental leave (“PPL”) policy for State employees. Accordingly, on 
January 22, 2020, Governor Little signed Executive Order. No. 2020-003 directing DHR to issue 
a policy and implement any necessary legislative changes for all State executive branch entities to 
offer eight (8) weeks of PPL to eligible employees after the birth or adoption of a child, effective 
July 1, 2020. DHR issued this policy in FY 2020 to take effect in FY 2021. Governor Little also 
encouraged Idaho’s other state elected officials, independent commissions, legislature, and 
judiciary to adopt comparable policies for their employees. 
 
As of the pay period ending October 31, 2020, 159 employees within the Executive Branch have 
utilized PPL since the new program started on July 1, 2020. In addition, nine (9) employees outside 
of the Executive Branch have also been granted PPL by the Attorney General, Legislative Services, 
State Controller, and State Insurance Fund.25  
 
PPL is a necessary benefit to recruitment and retain the next generation of dedicated state 
employees. Benefits addressing health and retirement are well established in the workplace. The 
need to assist young parents, benefits our state by encouraging a pro-family workplace and 
community. 
 
 

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 with the ability to have premiums deducted on a pre-tax basis, vision benefit, Employee 
Assistance Program (“EAP”), life and disability coverage, and Flexible Spending Accounts 
(“FSA”). These services are managed by the Department of Administration’s Office of Group 
Insurance (“OGI”). 

 
23 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. 
24 Sample State Employee Total Compensation Breakdown, Appendix L. 
25 Paid Parental Leave Drill Down, Appendix M.  
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The State’s medical plan includes disease management programs, mail-order pharmacy, prenatal 
programs, nicotine/tobacco cessation program, telehealth, preventive services covered at 100%, 
cost transparency tools, 24/7 nurse advice line, and more to give employees the resources they 
need to live healthy lives and the tools to find the best care for the best value. The average age of 
a benefits eligible employee is 47 years old.  
 
Medical insurance is the most significant dollar value program from the OGI with a FY 2021 
projected State cost of approximately $230 million dollars covering roughly 19,400 employees 
and their 29,600 spouses and dependent children as well as 660 retirees and their 180 dependents. 
Premiums for the active employee medical and dental insurance are shared by the employer and 
employee. 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 three medical plan options: Blue Cross of Idaho Preferred Provider 
Organization (“PPO”), Traditional, or High Deductible plans. Each medical plan provides the same 
coverage and vision benefit with differing levels of out-of-pocket expenses and premium 
contribution rates. Most employees have enrolled in the PPO plan. 
 
All benefit-eligible employees 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. For those employees who want additional life 
insurance coverages for themselves and their families, Voluntary Term Life Insurance allows 
employees to purchase one, two, or three times their annual salaries’ worth of coverage as well as 
purchase spouse and child coverages (maximums apply).  
 
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.  
 
Lastly, FSAs are available to any employee. An 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 are not required to be enrolled in any other health benefit plan to 
participate in flexible spending. 
 
The State’s health plan complied with all federal regulations to cover the diagnosis and testing of 
COVID-19 at no cost to the member. Treatment and pharmacy costs related to COVID-19 were 
also covered by the plan at the member’s typical cost sharing for the plan in which they are 
enrolled. Additionally, telehealth copays for MDLive services were waived for several months to 
encourage members to engage with that platform for non-emergent care.  
 
Overall, the State’s health plan saw a marked increase in the number of other medical and 
behavioral health visits that were being provided by telehealth between a patient and their regular 
primary care physician or specialist. 
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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) plan26 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 (3) sources: contributions from employees, employers, and investment 
income. As of June 30, 2020, there were 819 contributing employers and a total of 165,175 
members. Additional information is illustrated in the following chart: 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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. 

 
26 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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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. 
 
At the October 2020 Board meeting, the Chairman and Trustees reviewed and approved the annual 
actuarial valuation of the system for fiscal year 2020 (ended June 30, 2020). 
 
The fund was valued at $19.8 billion, had an amortization period of 20.5 years, and a funding ratio 
of 87.7%. 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.27 
 
During FY 2020, the contribution rate for PERSI general members was 7.16% and 11.94% for 
employers. Public safety members’ contribution rate was 8.81% and 12.28% for employers. The 
retirement plan continues to be a significant recruiting and retaining tool for employers, and an 
important component to public employees’ total compensation. 
 
 
Annual Salary Surveys 

DHR participates in several annual salary surveys.28 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 and 
Professional, Milliman Northwest Technology, Milliman Northwest 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. 
 
 
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 first engaged Milliman to conduct a 
custom survey of a portion of the state’s benchmark positions during the fall of 2017. 
 

 
27§59-1322 Employer Contributions–Amounts– Rates –Amortization, Idaho Code, Appendix N. 
28 §67-5309C Annual Surveys, Reports and Recommendations, Idaho Code, Appendix E. 
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In 2020, DHR partnered with Milliman for a fourth consecutive year to conduct the custom survey 
to further provide a local perspective on the competitiveness of the State’s cash compensation.  
The results of the 2020 Custom Survey reflect, on average, the State’s actual salaries lag the local 
market by 10%.29 
 
The Custom Survey also gathered information related to average base salary increases and average 
pay structure increases over the last three (3) years and projected increases for next year. Across 
the State’s relevant labor market, base salary budgets increased by an average of 2.3% and at a 
median of 2.8% in 2020. Salary structures increased by an average of 2.0% and at a median of 
2.4% in 2020 among total survey participants.  
 
Among public sector participants only, base salary budgets increased by an average of 2.3% and 
at a median of 2.5% in 2020. Salary structures increased by an average of 1.8% and at a median 
of 2.0%. For 2021, public sector participants projected base pay budget increases at an average of 
1.3% and at a median of 0.5%. Public sector participants projected salary structure increases at an 
average of 1.3% and at a median of 0%. 
 
Among private sector participants only, base salary budgets increased by an average of 2.3% and 
at a median of 3% in 2020. Salary structures increased by an average of 2.3% and at a median of 
2.7%. For 2021, private sector participants projected base pay budget increases at an average of 
2.2% and at a median of 0.5%. Private sector participants projected salary structure increases at an 
average of 2.3% and at a median of 2.6%. 
 
The following chart summarizes 2020 pay practices and 2021 projections across the State’s 
relevant labor market: 
 

PAY PRACTICES 
ALL 

PARTICPANTS 
PUBLIC 
SECTOR 

PRIVATE 
SECTOR 

 Average Median Average Median Average Median 
Average Percent of Base Pay Increase 
Budget, 2020 

2.3% 2.8% 2.3% 2.5% 2.3% 3.0% 

Average Percent of Base Pay Increase 
Budget, 2021 Projected 

1.6% 2.0% 1.3% 0.5% 2.2% 2.8% 

Percent Increase to Salary Structure,  
2020 

2.0% 2.4% 1.8% 2.0% 2.3% 2.7% 

Percent Increase to Salary Structure,  
2021 Projected 

1.6% 2.0% 1.3% 0.0% 2.3% 2.6% 

 
 
More than 150 organizations from both public and private sectors were invited to participate in the 
Custom Survey. Following a 116% increase in 2019 survey participation with 54 organizations, 
participation declined to 39 organizations participating in 2020. The most common reason received 
from organizations not participating this year was due to lack of resources/time amid the pandemic. 
Of the 39 participants, 64% were public employers and 36% were private employers.  
 

 
29 Milliman State of Idaho Custom Compensation Survey, Appendix A. 
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To account for divergent wage and income levels 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 following table illustrates the geographical adjustments applied to non-management jobs in 
surrounding states: 
 
 
 
 

STATE GEOGRAPHIC ADJUSTMENT 

Montana +2% 

Nevada -9% 

Oregon -9% 

Utah -6% 

Washington -13% 

Wyoming -2% 

 
 
The table identifies the geographic adjustments made for each state based on cost of labor.30 For 
example, a non-management job in Montana reported at $30,000 would be compared to the job 
match in Idaho as $30,600. A non-management job in Oregon reported at $30,000 would be 
compared to the job match in Idaho as $27,300. 
 
A total of 66 benchmark jobs were included in the Custom Survey representing over 3,600 
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. Benchmark jobs were selected based on the following four 
(4) factors: market comparability,31 organizational hierarchy,32 employee representation,33 and 
cross-functional representation.34  
 
As a comparison, the custom survey conducted in 2019 reflected, on average, that the state lagged 
the local labor market by 11%. DHR plans to continue this survey annually to provide Idaho 
specific salary compensation data.   

 
30 “Cost of labor” refers to the difference in pay or labor market for a job from one location to another. 
31 “Market comparability” refers to jobs that are commonly found in other organizations that are being surveyed. 
32 “Organizational hierarchy” refers to jobs that represent the full range of job size being included in the study, from 
the smallest job to the largest. 
33 “Employee representation” refers to jobs that represent large numbers of employees whenever possible. 
34 “Cross-functional representation” refers to jobs that represent all functions within the organization, from 
management to administrative and support positions. 
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Korn Ferry Total Compensation Report  

In 2019, DHR engaged Korn Ferry (“KF”) to assess the competitiveness of the State’s total 
compensation program. The 2019 KF Total Compensation Report can be found in the FY 2021 
Change in Employee Compensation & Benefits Report in Appendix C on the DHR website.  
 
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.35 The 
analysis included both the cost and the value of the total compensation36  for state employees. This 
approach provides a holistic view to determine if the State, as an employer, is competitive with the 
market. KF uses the salary and market data results provided by DHR and the Milliman Custom 
Survey combined with KF data. 
 

The 2019 analysis found that when compared to the private sector, the State’s aggregate base salary 
market position was 26% below the market average and the State’s base salary policy rate was 
21.5% below the market average. The State’s benefits were found to be 9% above the private 
sector market average. Salaries below market impact the overall value of benefits, resulting in a 
total compensation market position of 12% below the market average.  
 
The 2019 analysis found that when compared to the public sector, the State’s aggregate base salary 
market position was 12% below the market average and the State’s base salary policy rate was 7% 
below the market average. The State’s benefits were found to be 10% below the public sector 
market average. Salaries below market impact the overall value of benefits, resulting in a total 
compensation market position of 12% below the market average.  
 
The total compensation market analysis showed the state losing less ground relative to the market 
contributable to consistent annual salary and structure increases in recent fiscal years.    
 
DHR reached out to KF this year to determine the best approach for updating the 2019 analysis to 
remain well-informed of the State’s market position amid the pandemic. KF recommended 
bypassing a rigorous study in 2020 as their data indicates that while many organizations had 
already given merit increases to their workforces, there are several employees that are experiencing 
pay freezes, pay reductions, and layoffs throughout many industries in response to the uncertainty 
caused by the pandemic. 37   
 
KF further recommended taking a conservative approach to structure adjustments for FY 2022 to 
maintain its market position and avoid losing progress made in the last few fiscal years, while also 
allowing for the allocation of merit increases to individuals to improve the overall compa-ratio for 
employees within the pay ranges. See Appendix O. 
 
 
 
 

 
35 IDAPA 15.04.01.070.04 (a-c) Compensation of Employees – Relevant Labor Market. 
36 The plan design and different elements provided to the employee. 
37 Korn Ferry Recommendation Letter, Appendix O. 
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EQUAL PAY  

The State’s full-time female workforce currently earns 89% of what the male workforce earns. 
This percentage has increased from 88% in 2018. 
 
DHR complies with Idaho Code §44-1702 and the federal Equal Pay Act (“EPA”) in its 
implementation of the State’s compensation program aimed to address female employees being 
paid less than male employees for carrying out equal work.   
 
 
WORKFORCE DEMOGRAPHICS 

As of November 2020, the State workforce consists of 25,288 employees:38 13,161 classified and 
12,127 non-classified.39 A classified employee is any person appointed to, or holding a position 
in, any department of the State and 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 67-5303.40 The 
State’s workforce is present in every county in the state.41 
 
Workforce by Age  

The BLS reported the median age of the 2019 U.S. workforce was 42 years old.42 As of November 
2020, the average age of the State’s total workforce is 45 years old, with 5% aged 15 to 24, 67% 
aged 25 to 54, and 28% aged 55 and older. The average age of the State’s classified workforce is 
also 45 years old, with 4% aged 15 to 24, 70% aged 25 to 54, and 26% aged 55 and older.  
 
Workforce by Gender 

The BLS reported the 2019 U.S. labor force was comprised of 47% female and 53% male 
employees.43 As of November 2020, the State’s total workforce is comprised of 51% female and 
49% male employees. The State’s classified workforce is also comprised of 51% female and 49% 
male employees.      
 
Workforce by Race  

The BLS reported that the 2019 U.S. labor force was comprised of 77% White, 13% Black, 6% 
Asian, and 4% other (people of two or more races, American Indian Or Alaskan Native, and Native 
Hawaiians and Other Pacific Islanders).44 The BLS also reported that 18% of the labor force was 
of Hispanic Origin. 

 
38 Figures fluctuate throughout the year. 
39 Classified and Non-Classified Agency List, Appendix P. 
40 §67-5303 Application to State Employees, Idaho Code, Appendix Q. 
41 Workforce Demographics by County, Appendix R.  
42 U.S. Bureau of Labor Statistics (2020). Median age of the labor force, by sex, race, and ethnicity. Retrieved from: 
https://www.bls.gov/emp/tables/median-age-labor-force.htm.  
43 U.S. Bureau of Labor Statistics (2020). Labor Force Statistics from the Current Population Survey. Retrieved 
from: https://www.bls.gov/cps/tables.htm#annual.  
44 U.S. Bureau of Labor Statistics (2020). Civilian labor force participation rate by age, sex, race, and ethnicity. 
Retrieved from: https://www.bls.gov/emp/tables/civilian-labor-force-summary.htm. 
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As of November 2020, the State’s total workforce is comprised of 85% White (not of Hispanic 
Origin), 7% American Indian Or Alaskan Native, 6% Hispanic, 2% Asian Or Pacific Islanders, 
and 1% Black (not of Hispanic Origin).  
 
Workforce by Veteran Status  

The BLS reported that 6% of the 2019 civilian labor force was made up of veterans. 45  Of the 6%, 
88% were male and 12% were female.  
 
As of November 2020, the State’s total workforce is comprised of 1,845 veterans or 7% of the 
total workforce. Of the 7%, 85% are male and 15% are female. The State’s veteran workforce has 
increased from 5% to 7% since November 2019. In FY 2020, approximately 8% of job applicants 
were veterans.  
 
Pursuant to Title 65, Chapter 5, Rights and Privileges of Veterans, the State recognizes honorable 
military service in the United States Armed Forces by providing preferential opportunity to 
qualified Veterans and disabled Veterans seeking state employment. According to the Idaho 
Department of Labor (“IDOL”), more than 130,000 Idahoans are veterans of the Armed Forces.46 
 
Workforce by Generation 

According to the BLS, five (5) generations are in the U.S. workforce in 2019: Traditionalists, Baby 
Boomers, Generation X, Millennials, and Generation Z. As of November 2020, the State’s total 
workforce is comprised of 0.87% Traditionalists (born 1933 - 1946), 24.23% Baby Boomers (born 
1947 - 1964), 36.12% Generation X (born 1965 - 1979), 38.16% Millennials (born 1980 - 2000), 
and 0.62% Generation Z (born 2001 - 2015) as depicted in the following diagram:  

 

 
 

45 U.S. Bureau of Labor Statistics (2020). Employment Situation of Veterans - 2019.  Retrieved from: 
https://www.bls.gov/news.release/pdf/vet.pdf.   
46 Idaho Department of Labor (2020). Veterans Services. Retrieved from: https://labor.idaho.gov/dnn/Job-
Seekers/Veterans-Services. 
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Millennials make up the largest generation of the State’s total workforce; however, Generation X 
experienced the largest change in increased growth from 2019 to 2020.  
 
When comparing Idaho’s generational workforce from 2019 to 2020, there was a 0.1% decline in 
Traditionalists, a 1.8% decline in Baby Boomers, a 1.1% increase in Generation X, a 0.2% increase 
in Millennials, and no change in Generation Z.  
 
When considering the State’s classified workforce only, Millennials are the largest generation at 
38.72%, while Baby Boomers experienced the largest change in growth from 2019 to 2020 with a 
decrease of 3.2%.  
 
The classified workforce reflects 0.15% Traditionalists, 23.38% Baby Boomers, 37.55% 
Generation X, 38.72% Millennials, and 0.2% Generation Z. 
 
 
 
Workforce Turnover  

In FY 2020, the State experienced a 15% total turnover rate47 of classified employees: 8% were 
voluntary separations,48 4% were involuntary separations,49 and 3% were retirements.50 A total of 
1,953 classified employees exited state employment. Of those employees, 395 retired (including 
five [5] medical retirements), 1,019 voluntarily exited, and 539 involuntarily exited (including 60 
dismissals).  
 
Based on the separation codes51 entered by state agencies when processing an employee’s final 
paperwork into SCO’s Employee Information System (“EIS”), the top reasons classified 
employees left state employment were: Personal 45%, Retirement 20%, and Move to the Private 
Sector 9%. Transfers to Another Agency ranked third this past fiscal year with 16% of the total 
classified separations. Of the 1,953 classified employees who separated from state employment: 
44% were Millennials, 29% were Baby Boomers, 26% were Generation X, 0.05% were Generation 
Z, and 0.03% were Traditionalists.   
 
For FY 2020 classified turnover by pay grade, see Appendix X.52  
 
The table on the following page shows FY 2020 classified turnover by occupational group sorted 
from highest to lowest turnover. 
 
 
 
 
 

 
47 Classified Employees Total Separations by Agency FY 2016-2020, Appendix S. 
48 Classified Employees Voluntary Separations by Agency FY 2016-2020, Appendix T.  
49 Classified Employees Involuntary Separations by Agency FY 2016-2020, Appendix U. 
50 Classified Retirement Turnover by Agency FY 2016-2020, Appendix V.  
51 Classified Turnover by Separation Code, Appendix W.  
52 Classified Average Pay Rate and Turnover by Pay Grade, Appendix X.  
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As of November 2020, the Executive Branch has a 10% vacancy rate.53 
 
 
Retirement Projections 

In FY 2020, 603 state employees retired representing 2% of the State’s total workforce.  The 
retirement projections for the next nine (9) years represent 14% of the State’s total workforce.54   
 
Three percent (3%) of the State’s classified workforce retired during FY 2020. The retirement 
projections for classified employees for the next nine (9) years represent 15% of the workforce, 
with 6% of the workforce eligible to retire in less than five (5) years and 9% eligible to retire in 
five (5) to nine (9) years.55 DHR is encouraging state agencies to plan for expected vacant 
positions, and if possible, have these vacancies filled by qualified internal applicants, as 
appropriate.  
 
 
Applicant Tracking System 

The State’s new applicant tracking system, NEOGOV, has been live for state recruitment since 
December 2018. The former applicant tracking system managed by IDOL has been shut down and 
all data has been archived. Since going live, more than 5,700 hires have been made with an average 
of 905 views per job posting. DHR continues to work with agencies to implement additional 
features provided by NEOGOV while maintaining fair and legal recruiting practices. 
 

 
53 Vacancy Rate by Agency, Appendix Y.   
54 Total Retirement Forecast by Agency Calendar Years 2020-2050, Appendix Z. 
55 Classified Retirement Forecast by Agency Calendar Years 2020-2050, Appendix AA. 

OCCUPATIONAL GROUP 
AVERAGE 

EMPLOYEE 
COUNT 

SEPARATION 
COUNT 

TURNOVER 
RATE 

Nurses 399 111 28% 

Information Technology 538 128 24% 

Labor Trades and Crafts 1,045 186 18% 

Administrative 2,258 393 17% 

Health Care - Services 1,172 187 16% 

Finance and Accounting 652 90 14% 

Protective Services 1,893 259 14% 

Para-Professional Subgroup 916 114 12% 

Professional Services 2,474 303 12% 

Management Subgroup 202 24 12% 

Engineering 888 95 11% 

Science/Environmental 590 63 11% 
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During FY 2020, the State received over 2.7 million job hits on active recruitments and 61,600 
applications in NEOGOV.  
 
Of those applicants, 58% were female, 38% were male, and 4% unknown. Seventy-five percent 
(75%) of applicants were White or Caucasian, 9% Hispanic, 5% two (2) or more races, 2% Asian, 
1% American Indian or Alaskan Native, 1% Black or African American, 1% Native Hawaiian or 
Other Pacific Islander, and 6% unknown.  
 
Eighty-five percent (85%) of applicants resided in Idaho, 3% in California, 2% in Washington, 2% 
Oregon, and 1% in Utah. All other states and U.S. territories, except for Delaware, made up the 
remaining percentage with less than 1% each.  
 
Fifty percent (50%) of applicants reported hearing about jobs via “other internet”. This includes 
all internet sources/searches outside of Indeed, Social Media, LinkedIn, and Monster Jobs.  
 
Nineteen (19%) of applicants reported hearing about jobs on an agency website and 13% from a 
state employee.    
 
In NEOGOV, job seekers may submit interest cards to be notified of future openings by job 
category and classification.  
 
The job categories with the most interest cards were Administration, Administrative Assistant, 
Office and Administrative Support, Clerical & Data Entry, and Customer Service.  
 
Classifications with the most interest cards were Idaho State Police (“ISP”) Trooper, ISP Trooper 
Recruit, ISP Investigative Assistant, and ISP Forensic Scientist 1.  
 
Just under 3,100 hires were made using NEOGOV with an offer acceptance rate of approximately 
90%.  
 
 
 
New Hires  

During FY 2020, 6,943 new employees (classified and non-classified) were hired, with an average 
age of 33. Fifty-two percent (52%) were female and 48% were male.   
 
Of the new hires, 1,957 employees hired were classified, with an average age of 36. Of the 
classified new hires, 54% were female and 46% were male. Eighty-five percent (85%) were White 
or Caucasian, 10% were Hispanic, 2% were Asian or Pacific Islanders, 2% were American Indian 
or Alaskan Native, and 1% were Black or African American.  
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DHR INITIATIVES 

Certified Public Manager® Program 

The Certified Public Manager® Program (“CPM®”) is a nationally accredited comprehensive 
management development program specifically designed to prepare managers for careers in state 
government. Applicants are nominated by their respective agencies to apply for the two-year 
program. DHR reviews all applications and selects the final participants based on the application 
and interview scores. The curriculum consists of five (5) 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 October 2019, 617 employees have graduated 
from the program and have become Certified Public Managers.  
 
Many agency directors, executive staff, and supervisors are CPM® graduates, which demonstrates 
the success of the program. There are 65 participants in the current track which is scheduled to 
graduate in May 2021. 
 
For program work to continue during the COVID-19 pandemic, Idaho’s CPM® program 
successfully transitioned to an online format in March 2020, using our Learning Management 
System (Moodle), and the video conferencing tool, Zoom.   
In addition to the online classroom, the CPM® program has been testing new collaboration and 
engagement activities including online recognition and achievement announcements, discussion 
forums, small working groups, and a graduate mentor program.  
 
Each participant is required to develop and implement an agency job-related project called a 
capstone project. Capstone projects are designed to improve workplace processes and services, 
and often result in cost savings, heightened productivity, and positive employee morale.  
 
A new requirement, in addition to the Capstone project, has Idaho CPM® participants building a 
learning portfolio, to capture and highlight a collection of work demonstrating the growth and 
improvement within the seven (7) CPM® competencies:  Developing Self, Managing Work, 
Public Service Focus, Change Leadership, Leading People, Systemic Integration, and Personal and 
Organizational Integrity. 
 
 
Supervisory Academy Program 

DHR offers a three-day Supervisory Academy (“SA”) for all state agency employees whether they 
are current supervisors or aspiring supervisors. SA provides education and information in eight (8) 
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 (“I-PERFORM”).  SA is accepted as a pre-requisite for the CPM® 
program. The SA three-day cohort began in 2016 and has trained over 1,640 state employees.   
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In March 2020, DHR began offering Supervisory Academy online to continue providing training 
opportunities for employees as they moved to teleworking across the State of Idaho due to the 
COVID-19 pandemic. Between March and June, 164 employees graduated from the online 
cohorts. 
 
 

DHR Forums and Respectful Workplace Training 

DHR conducts statewide HR training forums for agencies to provide discussion and information 
on human resources management, best practices, relevant law, and policy. During FY 2020, some 
forum topics included updates on Civil Rights and Anti-Retaliation, Conducting Workplace 
Investigations, Social Media and First Amendment Rights, Mental Health Awareness, Fair Labor 
Standards Act (“FLSA”), Common Unemployment Insurance Q&A, Idaho’s Families First Act 
Policy Overview, Hiring Trends Pre- and Post COVID, and Recruitment Strategies, Managing 
Stress, Idaho Rebounds: Phase in Guidance for the State Workforce, and Legal Considerations for 
Employees Returning to the Workplace, Resiliency, LUMA, OGI, and other relevant statewide 
updates.  
 
In conjunction with HR best practices, advice, and policies, DHR also offers agencies assistance 
with workplace investigations, performance management, problem solving, mediation, and other 
related topics. 
 
 

DHR Training and Related Services 

DHR offers training to state agencies and employees in the following areas: Director Training, 
Respectful Workplace, Civil Rights, Telecommuting, Crucial Conversations®, Crucial 
Accountability®, Getting Things Done®, Supervisory Academy, Calibrations for performance 
evaluations, I-PERFORM, specialty HR related matters, NEOGOV, and board trainings.  In FY 
2020, DHR offered a new series of micro-modules, which are one-hour, targeted modules focusing 
on critical supervisory skills.  DHR offers monthly sessions on Setting Expectations, Coaching, 
Providing Feedback, Motivation, Documentation, Progressive Discipline, and Performance 
Evaluations.  DHR most recently added a new suite of micro-modules to support the demands of 
supervising remote teams which include:  Communication for Remote Teams, Accountability for 
Remote Teams, Emotional Intelligence for Remote Teams, and a Remote Team Best Practice 
Discussion Forum. All DHR’s training programs were moved online in March of 2020 and 
remained online during the COVID-19 pandemic. 
 
 

Cybersecurity Training 

During the 2017 Legislative session, DHR received funding for an online training program. 
Working in conjunction with the ITS Information Security Team and Department of 
Administration, DHR contracted with Network Consulting Services for the KnowBe4 training 
platform. DHR deployed the second annual training campaign focusing on suspicious emails and 
social engineering.56  

 
56 “Social engineering” is the use of deception to manipulate individuals into divulging confidential or personal 
information that may be used for fraudulent purposes. Retrieved from: www.oxfordlearnersdictionaries.com. 
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Monthly statewide phishing tests are deployed as an additional measure to help all employees 
practice protecting and defending the State’s network. In February 2020, the third annual statewide 
cybersecurity training campaign was kicked off to more than 19,900 employees. Regular 
Cybersecurity training is deployed to state employees in conjunction with ITS. 
 
 
Health Matters Wellness Program 

The Health Matters State Employee Wellness Program is administered by DHR. All state 
employees are welcome and encouraged to participate in Health Matters programming, regardless 
of their enrollment in state-sponsored benefits.  

 

The impact of the COVID-19 pandemic has amplified the need to support State employees’ overall 
well-being. Well-being is multifaceted and includes physical, mental, interpersonal, and 
occupational health.57 Health Matters aims to address all areas of employee well-being with a 
targeted emphasis on mental health in the upcoming year.  
 
In FY 2020 the Health Matters Program Specialist conducted 22 in-person health presentations 
and four virtual presentations for approximately 780 employees, exceeding the total number of 
participating employees in FY 2019 by 83.5%. The most requested presentation continues to be 
stress management. Due to social distancing measures, presentations made thus far in FY 2021 
have been exclusively online. 

 
Health Matters offered five wellness incentive challenges in FY 2020 in which 2,230 employees 
participated. These individual and team challenges included strategies for healthy eating, physical 
activity, stress management, and mental health.  
 
Employee participation in on-site flu shot clinics increased by 5.3% at twelve clinics in the 
Treasure Valley and one (1) in Salmon between September 30, 2020 and November 4, 2020.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
57 Harvard School of Public Health (2015). The Business Benefits of a Healthy Workforce.  
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DHR RECOMMENDATIONS FOR FY 2022 

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’s 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 salary structure. This increase would move the policy 
rate closer to the average market rate (as outlined in statute). The overall structure increase 
would keep the integrity of the current structure of 70% to 125%. 
 
The estimated fiscal impact of this 2% change is $121,000 in the General Fund (“GF”) and 
$168,000 in other funds, for a total of $289,000, to bring 417 employees up to the new 
minimum of the salary ranges.  
 
For comparison, the estimated fiscal impact of a 1% change is $151,000 to bring 362 
employees up to the new minimum, and a 3% change is $573,000, to bring 559 employees up 
to the new minimum of the salary ranges. All estimated fiscal impacts include variable benefits 
averaged at 22.5%. (Costs of variable benefits may vary during legislative session.) The 
following diagram summarizes the impact of the salary structure adjustments: 
 

 

 
 
 
 
b) Specific Occupational Inequity/Payline 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 the salaries over the pay grade maximum 
is $868,201. All salaries related to the classifications on payline exception are covered in 
agency budgets. No additional appropriation is necessary. See Appendix K.  
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c) Merit Increase Component: DHR recommends at least a 2% 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 approximate cost of a 2% increase to the general fund is $19,600,400, and $16,454,800 in 
other funds, for a total of $36,055,200.58 The following diagram summarizes the impact of 
varying increments of merit increases: 
 

 

 
 
  

 
DHR also recommends that the FY 2021 2% across the board increases for target positions be 
implemented in FY 2022. 
 
 
 

d) Employee 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 the 
State maintain the overall design of the benefits package and percentage contributions for 
employee benefits. 

 
 
 
 
  

 
58 Estimated costs of merit increase component does not reflect variable benefits. 
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Appendix A – Milliman State of Idaho Custom Compensation Survey  
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Appendix B – Five Year Synopsis of State CEC Increases FY 2017-2021 
 

Fiscal 
Year 

DHR 
Recommendation 

Executive Budget 
Recommendation 

Legislative  
Action 

FY 21 
 
 
 

DHR recommends increasing 
the current salary structure by at 
least 3% for FY21, continuation 
of job classifications on payline 
exception. Budget at least a 2% 
merit-based salary increase. 
State to maintain funding for 
the employer cost of group 
insurance and retirement 
benefits. 
 

The Governor recommended a 2% merit 
increase for permanent state employees, 
a 3% upwards shift of the salary 
structure, continuation of jobs on payline 
exception, maintenance of the current 
appropriated amount for health insurance 
per eligible full-time FTP, and a 
reduction to funding equivalent to 
reducing the sick leave rate from 0.65% 
to 0.0%. The Legislature’s Joint CEC 
Committee recommended the 
Governor’s recommendation and added 
a 2% equity (not merit-based) for 
permanent employees in the 20 target 
classifications identified by DHR as 
most critical. 
 

The Legislature authorized and funded a 
2% merit increase for all permanent 
employees and a 2% equity (not merit-
based) for permanent employees in the 20 
target classifications identified by DHR as 
most critical.  The 2% merit and 2% 
equity increases have not been 
implemented due to the economic 
pressures caused by the 2019 novel 
coronavirus pandemic. A 3% upwards 
shift of the salary structure, and 
continuation of jobs on payline exception 
was approved. Maintain current 
appropriated amount for health insurance 
per eligible full-time FTP, and a reduction 
to funding equivalent to reducing the sick 
leave rate from 0.65% to 0.0%.  
 

FY 20 DHR recommends increasing 
the current salary structure by at 
least 2% for FY20, continuation 
of job classifications on payline 
exception. Budget at least a 3% 
merit-based salary increase. 
State to maintain funding for 
the employer cost of group 
insurance and retirement 
benefits. 
 

The Governor recommended a 3% merit 
increase for permanent state employees, 
a 2% upwards shift of the salary 
structure, continuation of jobs on payline 
exception, and maintenance of the 
current employee benefit structure, 
specifically the employee and employer 
contribution amounts. The Legislature’s 
Joint CEC Committee recommended the 
Governor’s recommendation, amending 
the 3% merit increase to include a one-
time annual increase of $550 (not merit-
based) for all permanent employees. 
 

The Legislature authorized and funded a 
2% merit increase for permanent 
employees and a one-time annual increase 
of $550 (not merit-based) for all 
permanent employees, totaling 3%.  A 3% 
upwards shift of the salary structure, and 
continuation of jobs on payline exception 
was approved and maintain the benefit 
funding at its current level.   
 

FY 19 DHR recommends increasing 
the current salary structure by at 
least 3% for FY19 (estimated 
cost of $260k), continuation of 
job classifications on payline 
exception. Budget at least a 3% 
merit-based salary increase 
(estimated cost of $19 million 
to general fund and $22.6 
million to other funds). State to 
maintain funding for the 
employer cost of group 
insurance and retirement 
benefits. 
 
 

The Governor recommended a 3% merit 
increase for permanent state employees, 
a 3% upwards shift of the salary 
structure, 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 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 salary structure was approved. 
Maintain funding for health insurance 
benefits, including a two-month premium 
holiday was approved.   
 

FY 18 DHR recommends increasing 
the current salary structure by at 
least 3% for FY18, continuation 
of job classifications on payline 
exception. Budget at least a 3% 
merit-based salary increase 
(estimated cost of $18 million 
to general fund and $21.7 
million to other funds). State to 

The Governor recommended a 3% merit 
increase for permanent state employees 
and a 3% upwards shift of the salary 
structure. The Legislature’s Joint CEC 
Committee also recommended a 3% 
ongoing merit-based increase, 3% 
upwards shift of the salary structure and 
funding the increased cost of health 
insurance premiums for FY18. The 

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 salary structure was approved. 
Judges salary increased by 4.8%. Funding 
of the increased cost of health insurance 
premiums was approved.   
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maintain funding for the 
employer cost of group 
insurance and retirement 
benefits. 
 

recommendation included a reduction to 
the health insurance benefit from thirty to 
six months for employees on disability 
status.  
 

FY 17 DHR recommends maintaining 
the current salary structure for 
FY17, continuation of job 
classifications on payline 
exception. Budget a 3% merit-
based salary increase (estimated 
cost of $17.3 million to general 
fund and $20.8 million to other 
funds). State to maintain 
funding for the employer cost of 
group insurance benefits. 

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. 
Recommends funding for a 9.3% 
increase for the cost of employer paid 
health insurance. 
 

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. 
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Appendix C – COVID-19 Pay Drill Downs 

 
PAY TYPE / AGENCY NAME COUNT SUM 
COVID-19 Hazard Pay 2,077 $1,774,639 

Brand Inspector 46 $21,817 
Correctional Industries 23 $12,225 
Department of Correction 1,409 $1,224,095 
Department of Parks & Recreation 94 $56,360 
Department of Health & Welfare 9 $6,231 
Division of Veterans Services 217 $214,920 
Idaho State Police 279 $238,991 

 
 

 
 

 

PAY TYPE / AGENCY NAME COUNT SUM 
FFCRA Exempt Bonus 1,818 $1,151,865 

Department of Correction 1,469 $984,600 
Division of Veterans Services 1 $200 
Idaho State Police 5 $815 
Juvenile Corrections 343 $166,250 

PAY TYPE / AGENCY NAME COUNT SUM 
COVID-19 Advanced Sick  292 $147,988 

Boise State University 22 $14,970 
Central Health District IV 3 $2,628 
Department of Agriculture 1 $733 
Department of Correction 21 $16,604 
Department of Environmental Quality 1 $515 
Department of Fish & Game 1 $191 
Department of Insurance 2 $382 
Department of Labor 3 $1,452 
Department of Parks & Recreation 6 $2,428 
Department of Administration 2 $228 
Department of Health & Welfare 34 $27,070 
Division of Veterans Services 11 $6,117 
Division of Occupational & Professional Licenses 2 $1,131 
Idaho State Police 3 $850 
Idaho State University 29 $11,752 
Idaho Transportation Department 14 $9,171 
Industrial Commission 1 $48 
Juvenile Corrections 9 $5,837 
Lava Hot Springs Foundation 2 $1,685 
Lewis-Clark State College 55 $6,923 
Military Division 6 $6,883 
Panhandle Health District I 3 $651 
Public Employee Retirement System of Idaho 1 $561 
Southeast Health District VI 6 $3,761 
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All data as of pay period ending October 31, 2020 
 
 
 
 
 
 
 
 
 
 
 
  

COVID-19 Advanced Sick (continued) 
PAY TYPE / AGENCY NAME COUNT SUM 

State Historical Society 13 $5,856 
State Liquor Division 21 $6,318 
State Tax Commission 16 $10,514 
Supt of Public Instruction 2 $815 
Vocational Rehabilitation 2 $1,916 

PAY TYPE / AGENCY NAME COUNT SUM 
COVID-19 Administrative Leave  787 $272,672 

Boise State University 21 $11,834 
Commission for the Blind & Visually Impaired 1 $1,186 
Department of Agriculture 7 $780 
Department of Environmental Quality 1 $567 
Department of Administration 18 $3,971 
Department of Health & Welfare 44 $24,466 
Division of Veterans Services 13 $7,221 
Idaho Public Television             1 $636 
Idaho State Lottery 23 $8,221 
Idaho State University 1 $502 
Idaho Transportation Department 630 $196,905 
Juvenile Corrections 6 $4,277 
Military Division 1 $1,021 
Southwest Health District III 2 $1,778 
State Controller 1 $68 
State Historical Society 1 $818 
State Treasurer 1 $510 
University of Idaho 12 $5,863 
Vocational Rehabilitation 3 $2,047 
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Appendix D – Layoff Drill Downs  

 
 
Between March 13, 2020 and October 31, 2020 

 
 
SEPARATION TITLE / AGENCY NAME COUNT  
Separation: Layoff/Budget Restriction   26 

Department of Health & Welfare 18 
Idaho State University 1 
Lewis-Clark State College 6 
Panhandle Health District I 1 

Separation: Layoff/Medical              17 
Department of Agriculture 2 
Department of Correction 2 
Department of Administration 1 
Department of Health & Welfare 8 
Idaho Transportation Department 2 
Military Division 1 
State Board of Pharmacy 1 

Separation: Layoff/Shortage of Work     12 
Boise State University 1 
Department of Agriculture 1 
Department of Fish & Game 4 
Department of Water Resources 2 
ID Division of Career Technical Education 1 
Real Estate Commission 1 
State Historical Society 1 
State Insurance Fund 1 

Grand Total 55 
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Between March 13, 2019 and October 21, 2019 
 

 
 
 
 
 
 
 
 
 
 
 
 
  

SEPARATION TITLE / AGENCY NAME COUNT  
Separation: Layoff/Budget Restriction   7 

Central Health District IV 1 
Department of Health & Welfare 2 
State Historical Society 4 

Separation: Layoff/Medical              35 
Boise State University 1 
Department of Correction 7 
Department of Fish & Game 1 
Department of Parks & Recreation 1 
Department of Health & Welfare 6 
Division of Building Safety 1 
Division of Veterans Services 1 
ID Division of Career Technical Education 1 
Idaho State University 4 
Idaho Transportation Department 5 
Juvenile Corrections 2 
Lewis-Clark State College 1 
Panhandle Health District I 1 
South Central Public Health District V 1 
State Controller 1 
State Historical Society 1 

Separation: Layoff/Shortage of Work     16 
Department of Finance 1 
Division of Building Safety 2 
Public Utilities Comm 1 
Southwest Health District III 5 
State Insurance Fund 2 
State Tax Commission 3 
Vocational Rehabilitation 2 

Grand Total 58 
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Appendix E – §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, 
Idaho 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, Idaho Code, and shall include specific funding 
recommendations for each component: 
(a)  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 F – §59-1603 Conformity With Classified Positions, Idaho Code 

 
TITLE 59 

PUBLIC OFFICERS IN GENERAL 
CHAPTER 16 

NONCLASSIFIED STATE OFFICERS AND EMPLOYEES 
 

59-1603.  CONFORMITY WITH CLASSIFIED POSITIONS. (1) To the extent 
possible, each nonclassified position in the executive department will 
be paid a salary or wage comparable to classified positions with 
similar duties, responsibilities, training, experience and other 
qualifications in consultation with the division of human resources. 
Temporary employees and agricultural inspectors referred to in 
subsections (n) and (p) of section 67-5303, Idaho Code, shall not be 
entitled to sick leave accruals provided in section 59-1605, Idaho 
Code, vacation leave provided in section 59-1606, Idaho Code, nor 
holiday pay defined in subsection (15) of section 67-5302, Idaho Code, 
unless contributions are being made to the public employee retirement 
system in accordance with chapter 13, title 59, Idaho Code, and rules 
promulgated by the retirement board. Vacation and sick leave accruals, 
but not holiday pay, shall be awarded retroactively, if necessary, to 
the date such employees become eligible for retirement system 
membership. 

(2)  To the extent possible, each nonclassified position in the 
legislative department will be paid a salary or wage comparable to 
classified positions with similar duties, responsibilities, training, 
experience and other qualifications. 

(3)  The supreme court shall determine the schedules of salary 
and compensation for all officers and employees of the judicial 
department that are not otherwise fixed by law. To the extent possible, 
the supreme court shall adopt schedules compatible with the state’s 
accounting system. The judicial department may also maintain personnel 
records and files under such system as is ordered by the supreme court. 

(4)  The state board of education shall determine the schedules 
of salary and compensation, and prescribe policies for overtime and 
compensatory time off from duty, for all officers and employees of the 
state board of education who are not subject to the provisions 
of chapter 53, title 67, Idaho Code, and which are not otherwise fixed 
by law. To the extent possible, the state board of education shall 
adopt schedules and policies compatible with the state’s accounting 
system. The state board of education may also maintain personnel 
records and files under a system of its own, if approved by the state 
controller. 

(5)  Members of the legislature, the lieutenant governor, other 
officers whose salaries are fixed by law, and members of part-time 
boards, commissions and committees shall be paid according to law. 

(6)  Any schedule of salary and compensation must be approved by 
the appointing authority and be communicated to the state controller 
in writing at least thirty (30) days in advance of the effective date 
of the schedule. 
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(7)  In addition to salary increases provided by any compensation 
schedule adopted pursuant to subsection (6) of this section, 
nonclassified officers and employees, except those who are elected 
officials or whose salaries are fixed by law, may be granted an award 
not to exceed two thousand dollars ($2,000) in any given fiscal year 
based upon an affirmative certification of meritorious service. 
Exceptions to the two thousand dollar ($2,000) limit provided in this 
section may be granted under extraordinary circumstances if approved 
in advance by the state board of examiners. Appointing authorities 
shall submit a report to the division of financial management and the 
legislative services office by October 1 on all awards granted in the 
preceding fiscal year. 

(8)  In addition to salary increases provided by any compensation 
schedule, nonclassified officers and employees, except those who are 
elected officials or whose salaries are fixed by law, may be granted 
an award not to exceed two thousand dollars ($2,000) in any given 
fiscal year based upon suggestions or recommendations made by the 
employee that resulted in taxpayer savings as a result of cost savings 
or greater efficiencies to the department, office or institution or 
to the state of Idaho in excess of the amount of the award. Exceptions 
to the two thousand dollar ($2,000) limit provided in this subsection 
may be granted in extraordinary circumstances if approved in advance 
by the state board of examiners. The appointing authority shall as 
near as practicable utilize the criteria in conformance with rules 
promulgated by the division of human resources pursuant to section 67-
5309D, Idaho Code. Appointing authorities shall submit a report to the 
division of financial management and the legislative services office 
by October 1 on all employee suggestion awards granted in the preceding 
fiscal year. Such report shall include any changes made as a direct 
result of an employee’s suggestion and savings resulting therefrom. 

(9)  Each appointing authority, including the elective offices 
in the executive department, the legislative department, the judicial 
department, and the state board of education and the board of regents, 
shall comply with all reporting requirements necessary to produce the 
list of employee positions prescribed by section 67-3519, Idaho Code. 

(10) The adjutant general, with the approval of the governor, 
shall prescribe personnel policies for all officers and employees of 
the national guard that are not otherwise fixed by law. Such policies 
will include an employee grievance procedure with appeal to the 
adjutant general. The adjutant general shall determine schedules of 
salary and compensation that are, to the extent possible, comparable 
to the schedules used for federal civil service employees of the 
national guard and those employees serving in military status. 
Schedules adopted shall be compatible with the state’s accounting 
system to the extent possible. 

(11) In addition to salary increases provided by any compensation 
schedule, nonclassified officers and employees, except those who are 
elected officials or whose salaries are fixed by law, may be granted 
award pay for recruitment or retention purposes based upon affirmative 
certification of meritorious service after completion of at least six 
(6) months of service. Department directors and the administrator of 
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the division of human resources are authorized to seek legal remedies 
available, including deductions from an employee’s accrued vacation 
funds, from an employee who resigns during the designated period of 
time after receipt of a recruitment or retention bonus. Appointing 
authorities shall submit a report to the division of financial 
management and the legislative services office by October 1 on all 
such awards granted in the preceding fiscal year. 

(12) In addition to salary increases provided by any compensation 
schedule, nonclassified officers and employees, except those who are 
elected officials or whose salaries are fixed by law, may be granted 
other pay as provided in this subsection. Appointing authorities shall 
submit a report to the division of financial management and the 
legislative services office by October 1 on all such awards granted 
in the preceding fiscal year, including: 
(a)  Shift differential pay up to twenty-five percent (25%) of hourly 
rates depending on local market rates in order to attract and retain 
qualified staff; and 
(b)  Geographic differential pay in areas of the state where 
recruitment and retention are difficult due to economic conditions and 
cost of living. 

(13) In unusual circumstances, when a distribution has been 
approved for classified employees pursuant to section 67-5309D, Idaho 
Code, each appointing authority, including the elective offices in the 
executive branch, the legislative branch, the judicial branch, and the 
state board of education and the board of regents of the university 
of Idaho, may grant nonclassified employees nonmerit pay in the same 
proportion as received by classified employees in that department or 
institution. Appointing authorities shall submit a report to the 
division of financial management and the legislative services office 
by October 1 on all such awards granted in the preceding fiscal year. 

(14) Each appointing authority shall, as nearly as practicable, 
utilize the criteria for reimbursement of moving expenses in 
conformance with section 67-5337, Idaho Code, and rules promulgated 
by the division of human resources pursuant thereto. Appointing 
authorities shall submit a report to the division of financial 
management and the legislative services office by October 1 on all 
moving reimbursements granted in the preceding fiscal year. 

(15) Specific pay codes shall be established and maintained in 
the state controller’s office to ensure accurate reporting and 
monitoring of all pay actions authorized in this section. 
History: 

[59-1603, added 1977, ch. 307, sec. 16, p. 873; am. 1983, ch. 5, 
sec. 2, p. 21; am. 1987, ch. 228, sec. 1, p. 484; am. 1993, ch. 318, 
sec. 1, p. 1174; am. 1994, ch. 180, sec. 144, p. 513; am. 1994, ch. 
272, sec. 6, p. 847; am. 1999, ch. 370, sec. 26, p. 1013; am. 2003, 
ch. 168, sec. 2, p. 477; am. 2006, ch. 380, sec. 3, p. 1176.; am. 
2018, ch. 117, sec. 1, p. 247.] 
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Appendix G – FY 2021 Compensation Schedule 
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Appendix H – §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)  It 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, Idaho 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 file 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 fairness and 
consistency in the evaluation process. 

(8)  Notwithstanding any other provision of Idaho Code, it is hereby 
declared to be the policy of the legislature of the state of Idaho 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.] 



 

83 | F Y  2 0 2 2  C E C  R e p o r t  
 

Appendix I – 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 G). 
 
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 J – Average Compa-Ratio by Classification 
The table below shows classifications with an average compa-ratio of less than 80%, sorted by lowest to 
highest. Single-incumbent classes excluded.  
 

Class Code Title 
Employee 

Count 
Average 
Pay Rate 

Average 
Policy 
Rate 

Average 
Compa- 

Ratio 

Average 
Years of 
Service 

REHAB TECH TRAINEE, DJC                  7 $13.42 $18.81 71% 0.3 
RETIREMENT SPEC                          6 $17.67 $24.77 71% 8.7 
TAX AUDITOR 1                            19 $19.59 $27.74 71% 3 
TAX AUDITOR 2                            33 $22.34 $31.32 71% 4.6 
TAX COLLECTION SPEC-CALL CTR        4 $15.73 $21.97 72% 3.1 
PTV DEVPMT ASSOC                         2 $16.11 $21.97 73% 7.5 
TAX COMPL OFCR 1                         3 $18.09 $24.77 73% 6.4 
LANDS RESOURCE SPEC                      17 $20.23 $27.74 73% 3.8 
UI CLAIMS ADJUDICATOR                    44 $20.43 $27.74 74% 8.3 
WILDLIFE TECHNICIAN, SR                  13 $18.61 $24.77 75% 5.5 
RE-ENTRY SPECIALIST                      7 $20.93 $27.74 75% 8 
TAX AUTO SYSTEM SPECIALST               6 $23.48 $31.32 75% 10.8 
PAROLE INVESTIGATOR                      19 $23.49 $31.32 75% 14 
AUDITOR, PUBLIC UTILITY                  3 $23.51 $31.32 75% 4.3 
TAXPAYER SVCS REP                        6 $16.59 $21.97 76% 4.1 
MEDIA EQUIPMENT SPEC                     4 $16.77 $21.97 76% 4.4 
WORKFORCE CONSULTANT                     163 $18.74 $24.77 76% 7.2 
EMPLOYEE BENEFITS SPEC                   2 $18.86 $24.77 76% 3.9 
TECHNICAL RECORDS SPECIALIST 3     15 $18.87 $24.77 76% 8.8 
INSURANCE ANLYST                         2 $21.17 $27.74 76% 1.9 
ANALYST 2                                7 $23.72 $31.32 76% 11.8 
AGRICULTURE TRADE SPEC                   3 $23.96 $31.32 76% 2.5 
SECURITY OFFICER                         3 $11.06 $14.38 77% 1.1 
MAINTENANCE SPEC, PRKG-B                 2 $12.64 $16.34 77% 11.5 
BUILDING FACILITY SPEC                   17 $12.65 $16.34 77% 6.7 
PSYCHIATRIC TECH                         107 $16.89 $21.97 77% 7.4 
TRANSCRIPT EVALUATOR, SR                 14 $16.91 $21.97 77% 8.5 
PAINTING FOREMAN                         2 $16.94 $21.97 77% 6.6 
PTV DIGITL BRDCST SYS OP                 5 $17.02 $21.97 77% 9.6 
MICROBIOLOGIST                           2 $19.10 $24.77 77% 3.3 
CORRECTIONAL CASE MNGR                   114 $21.48 $27.74 77% 7.8 
INTERNATIONAL TRADE SPEC                4 $24.20 $31.32 77% 3.1 
REMOTE SNSG ANLYST TECH                  2 $27.10 $35.40 77% 1.5 
UTILITIES ANALYST, PUC                   7 $27.42 $35.40 77% 6.9 
LIQUOR STORE CLK                         115 $11.26 $14.38 78% 3.9 
WILDLAND FIRE DISPATCH COORD       2 $17.11 $21.97 78% 7.8 
TAX COMPL TECH                           25 $17.17 $21.97 78% 8.7 
CHEMIST                                  4 $19.23 $24.77 78% 4.1 
INTERPRETIVE SPECIALIST                  2 $19.24 $24.77 78% 5.4 
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Appendix J – Average Compa-Ratio by Classification (continued) 

Class Code Title 
Employee 

Count 
Average 
Pay Rate 

Average 
Policy 
Rate 

Average 
Compa- 

Ratio 

Average 
Years of 
Service 

WATER RSRC AGENT                         11 $19.27 $24.77 78% 1.3 
PSYCHIATRIC TECHNICIAN, SENIOR      24 $19.33 $24.77 78% 6.7 
CHILD WELFARE SOCIAL WORKER 1     15 $21.54 $27.74 78% 1.4 
CURATORIAL REGISTRAR                     2 $21.54  $27.74  78% 2.7 
ENGINEERING TECH SR, P&R                 3 $21.54  $27.74  78% 7.5 
REHAB SUPERVISOR, DJC                    5 $21.54  $27.74  78% 13.1 
PSYCHOSOCIAL REHAB SPEC                  41 $21.55  $27.74  78% 7.2 
HEALTH EDUCATION SPEC                    24 $21.65  $27.74  78% 4.4 
EMPLOYMENT COOR                          5 $21.67  $27.74  78% 16.9 
TAX COMPL OFCR 2                         22 $21.72  $27.74  78% 13 
REHAB SPEC, DJC                          23 $24.44  $31.32  78% 15.1 
STREAM CHNL PROT SPEC                    2 $24.47  $31.32  78% 4 
RELIGIOUS ACTVTS COOR                    3 $24.56  $31.32  78% 1.9 
HEALTH PROGRAM SPEC                      40 $27.65  $35.40  78% 6.1 
ANALYST 3                                116 $27.67  $35.40  78% 9.1 
RANGE MGT SPEC                           2 $27.77  $35.40  78% 1.9 
UI OPERATIONS MGR                        3 $30.41  $39.12  78% 19.6 
CORR MGR 3                               19 $36.13  $46.36  78% 18.1 
CUSTOMER SVC REP 2                       114 $14.92  $18.81  79% 5.4 
SEED ANALYST                             4 $17.29  $21.97  79% 6.5 
P&R RANGER                               40 $19.47  $24.77  79% 6.5 
SELF-RELIANCE SPECIALIST                 346 $19.51  $24.77  79% 7.5 
CONSERVATION OFFICER                     9 $19.64  $24.77  79% 1.9 
PSYCHIATRIC TRTMNT COORD               12 $19.69  $24.77  79% 15.8 
UI TAX REPRESENTATIVE                    7 $21.92  $27.74  79% 9.9 
P & R PROGRAM TRAINING COOR           3 $22.01  $27.74  79% 8.6 
PROB&PAROLE OFCR,SR                      195 $22.03  $27.74  79% 7.4 
ARCHIVIST                                3 $22.03  $27.74  79% 9.5 
SUPERVISOR, LABOR                        27 $24.73  $31.32  79% 14.3 
BUSINESS ATTRACTION SPECIALIST     2 $24.74  $31.32  79% 3.9 
PROGRAM MANAGER, CORRECTION     12 $27.82  $35.40  79% 11.5 
LANDS PROGRAM SPEC                       26 $27.90  $35.40  79% 10.4 
MEDICAID PROG POLICY ANALYST       7 $28.06  $35.40  79% 8.8 
WATER RIGHTS SUPV                        7 $31.08  $39.12  79% 9.2 
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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." 
 
  

Class 
Code Classification Title 

Number 
of 

Classified 
Employees 

Pay 
Grade 

Temporary 
Pay Grade 

Number of 
Employees 
Over Pay 

Grade 
Max 

Total of 
Salaries 

Over Pay 
Grade Max 

02188 Dietary Aide, Senior 29 E F 1 $3,079  
07610 Nursing Assistant, Certified 82 F G 8 $24,506  
07614 Physical Occupational Therapy Aide 10 F G 0 $0  
06572 Locksmith 5 G H 0 $0  
06538 Electrician 16 I J 2 $5,158  
06276 Electrician, Traffic Signal 11 I J 5 $24,605  
06616 HVAC Specialist 22 I J 0 $0  
06550 Plumber 3 I J 0 $0  
07808 Instructor 30 K L 0 $0  
07433 ISP Forensic Scientist 2 19 K L 3 $7,008  
07727 Therapist 4 L M 1 $5,075  
07710 Therapist, Early Intervention 12 L M 4 $2,267  
09406 Psychologist 1 M O 1 $3,244  
07203 Clinical Specialist 23 M P 16 $147,541  
07478 Pharmacy Services Specialist 2 M P 2 $31,574  
09402 Psychologist, Chief of 3 O P 1 $266  
07476 Pharmacist, Clinical 5 O Q 3 $30,202  
07474 Pharmacy Services Supervisor 3 P R 2 $9,766  
07211 Physician, Epidemiologist - State 1 Q V 1 $100,714  
07207 Physician, Medical Clinic - Institution 2 Q V 2 $153,269  
07206 Physician, Psychiatric Specialty 2 Q V 2 $184,490  
07205 Physician, Public Health 2 P V 2 $135,437  

  Grand Total 287   56  *$868,201 
 
*Salaries related to the classifications on payline exception are covered in agency budgets. No additional appropriation is necessary.  

 
 
 
 
 
 
 
 
 
  



 

87 | F Y  2 0 2 2  C E C  R e p o r t  
 

Appendix L – Sample State Employee Total Compensation Breakdown 
 
The diagrams below illustrate the components of an employee’s total compensation and the related state 
paid costs. The benefits costs, equaling $10.52 and $14.69 per hour, are based on the average classified 
employee’s wage of $23.53 an hour and another example of $43.53 an hour.  
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Appendix M – Paid Parental Leave Drill Down 

 

AGENCY NAME COUNT 
Attorney General 3 

Boise State University 14 

Central Health District IV 1 

Commission for the Blind & Visually Impaired 1 

Department of Agriculture 2 

Department of Correction 29 

Department of Fish & Game 10 

Department of Labor 1 

Department of Lands 8 

Department of Parks & Recreation 2 

Department of Health & Welfare 40 

Department of Water Resources 4 

Division of Financial Management 1 

Division of Building Safety 1 

Division of Veterans Services 5 

Idaho State Police 7 

Idaho Transportation Department 11 

Juvenile Corrections 3 

Legislative Services 2 

North Central Health District II 2 

Office of Information Technology Services 1 

Panhandle Health District I 2 

Pub Employee Retirement System of Idaho 1 

Public Utilities Commission 1 

South Central Public Health District V 2 

Southwest Health District III 2 

State Controller 3 

State Insurance Fund 1 

State Liquor Division 2 

State Tax Commission 4 

Vocational Rehabilitation 2 

Grand Total 168 

 
     As of the pay period ending October 31, 2020 
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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; 
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(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; 
(v)   the future contributions payable to the retirement system under 
sections 33-107A and 33-107B, Idaho Code. 
(f)  "Projected salaries" means the sum of the annual salaries of all 
members in the system. 
(g)  "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 – Korn Ferry Recommendation Letter   
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Appendix P – Classified and Non-Classified Agency List 
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Appendix Q – §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 Idaho and all employees in 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 
fill 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 instruction 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 Idaho supreme court, Idaho 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. 
(j)  Officers, members of the teaching staffs of state 

educational institutions, the professional staff of the Idaho 
department of education administered by the board of regents and the 
board of education, and the professional staffs of the Idaho 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, 
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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 nonclassified in accordance with 
this subsection. 

(k)  Employees of the military division. 
(l)  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 Idaho potato commission, as provided in chapter 
12, title 22, Idaho Code; the Idaho honey commission, as provided 
in chapter 28, title 22, Idaho Code; the Idaho bean commission, as 
provided in chapter 29, title 22, Idaho Code; the Idaho hop grower’s 
commission, as provided in chapter 31, title 22, Idaho Code; the Idaho 
wheat commission, as provided in chapter 33, title 22, Idaho Code; the 
Idaho pea and lentil commission, as provided in chapter 35, title 22, 
Idaho Code; the Idaho apple commission, as provided in chapter 36, 
title 22, Idaho Code; the Idaho cherry commission, as provided 
in chapter 37, title 22, Idaho Code; the Idaho mint commission, as 
provided in chapter 38, title 22, Idaho Code; the Idaho sheep and goat 
health board, as provided in chapter 1, title 25, Idaho Code; the 
state brand inspector, and all district supervisors, as provided 
in chapter 11, title 25, Idaho Code; the Idaho beef council, as 
provided in chapter 29, title 25, Idaho Code; and the Idaho dairy 
products commission, as provided in chapter 31, title 25, Idaho Code. 

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

(q)  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. 
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(s)  All 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 financial 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 Idaho board of medicine. 

(z)  All pest survey and detection employees and their 
supervisors hired specifically to carry out activities under the Idaho 
plant pest act, chapter 20, title 22, Idaho 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, Idaho Code, at an institution named in section 66-
115, Idaho 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 R – Workforce Demographics by County 
Work County Employee Count 
ADA                  11,855 
ADAMS                15 
BANNOCK              2,611 
BEAR LAKE            27 
BENEWAH              77 
BINGHAM              456 
BLAINE               47 
BOISE                15 
BONNER               179 
BONNEVILLE           735 
BOUNDARY             47 
BUTTE                10 
CAMAS                10 
CANYON               928 
CARIBOU              27 
CASSIA               132 
CLARK                14 
CLEARWATER          373 
CUSTER               47 
ELMORE               48 
FRANKLIN             22 
FREMONT              252 
GEM                  8 
GOODING              39 
IDAHO                156 
JEFFERSON            108 
JEROME               103 
KOOTENAI             1,036 
LATAH                2,993 
LEMHI                103 
LEWIS                57 
LINCOLN              85 
MADISON              48 
MINIDOKA             34 
NEZPERCE             1,430 
ONEIDA               13 
OUT-OF-STATE         8 
OWYHEE               25 
PAYETTE              43 
POWER                38 
SHOSHONE             107 
TETON                16 
TWIN FALLS           505 
VALLEY               81 
WASHINGTON           18 
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Appendix S – Classified Total Separations by Agency FY 2016-2020 

 

Agency Name 

FY 
2020   

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

ACCOUNTANCY, STATE BOARD 
OF 

0 0% 0 0% 0 0% 0 0% 1 40% 

ADMINISTRATION, DEPARTMENT 
OF 

19 18% 10 10% 33 30% 18 15% 18 15% 

AGING, COMMISSION ON 1 9% 1 9% 2 17% 1 9% 1 8% 
AGRICULTURE, DEPARTMENT OF 35 18% 32 17% 31 17% 34 19% 33 19% 
BLIND AND VISUALLY 
IMPAIRED, COMMISSION FOR 

2 5% 4 10% 2 5% 3 8% 3 8% 

BOISE STATE UNIVERSITY 93 17% 97 18% 85 15% 94 17% 78 14% 
BRAND INSPECTOR 3 9% 2 6% 2 6% 4 13% 5 17% 
BUILDING SAFETY, DIVISION OF 20 15% 11 8% 11 9% 14 12% 6 5% 
CAREER-TECHNICAL 
EDUCATION, DIVISION OF 

1 9% 1 9% 5 45% 3 26% 5 42% 

COMMERCE, DEPARTMENT OF 6 18% 10 29% 4 11% 2 6% 5 15% 
CONSERVATION, SOIL AND 
WATER COMMISSION 

3 18% 1 6% 4 23% 3 18% 0 0% 

CORRECTION, DEPARTMENT OF 271 14% 288 16% 328 18% 318 17% 304 16% 
DENTISTRY, BOARD OF 0 0% 0 0% 0 0% 1 50% 0 0% 
EDUCATION, STATE BOARD OF 4 73% 0 0% 6 109% 2 36% 2 50% 
ENDOWMENT FUND 
INVESTMENT BOARD 

0 0% 1 50% 0 0% 1 50% 1 50% 

ENGINEERS AND LAND 
SURVEYORS, PROFESSIONAL 
BOARD OF 

0 0% 0 0% 0 0% 0 0% 0 0% 

ENVIRONMENTAL QUALITY, 
DEPARTMENT OF 

43 13% 51 15% 33 10% 44 13% 28 8% 

FINANCE, DEPARTMENT OF 12 20% 8 13% 4 7% 4 7% 6 10% 
FISH AND GAME, DEPARTMENT 
OF 

54 10% 40 7% 44 8% 52 10% 44 8% 

HEALTH AND WELFARE, 
DEPARTMENT OF 

473 17% 445 17% 450 17% 436 16% 393 15% 

HEALTH DISTRICT 1 
(PANHANDLE) 

20 18% 22 20% 28 25% 26 23% 19 18% 

HEALTH DISTRICT 2 (NORTH 
CENTRAL) 

6 15% 2 5% 8 19% 8 17% 4 9% 

HEALTH DISTRICT 3 
(SOUTHWEST) 

20 24% 13 15% 6 7% 16 17% 10 11% 

HEALTH DISTRICT 4 (CENTRAL) 29 29% 27 27% 15 15% 24 22% 19 17% 
HEALTH DISTRICT 5 (SOUTH 
CENTRAL) 

6 9% 9 14% 9 13% 6 9% 11 16% 

HEALTH DISTRICT 6 
(SOUTHEASTERN) 

5 7% 7 10% 11 15% 9 12% 8 11% 

HEALTH DISTRICT 7 (EASTERN) 17 20% 11 12% 13 14% 11 11% 24 25% 
HISPANIC AFFAIRS, IDAHO 
COMMISSION ON 

0 0% 0 0% 0 0% 0 0% 0 0% 
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Appendix S – Classified Total Separations by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020   

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

HISTORICAL SOCIETY, IDAHO 
STATE 

2 4% 15 36% 10 23% 7 16% 6 14% 

HUMAN RESOURCES, DIVISION 
OF 

2 15% 5 38% 2 19% 4 47% 2 29% 

IDAHO STATE UNIVERSITY 76 13% 88 15% 91 15% 81 12% 85 12% 
INDEPENDENT LIVING COUNCIL 1 50% 2 80% 0 0% 0 0% 1 50% 
INDUSTRIAL COMMISSION 15 23% 3 11% 17 23% 16 22% 26 35% 
INFORMATION TECHNOLOGY 
SERVICES, OFFICE OF 

11 17% 25 36%             

INSURANCE, DEPARTMENT OF 7 12% 13 23% 12 21% 16 29% 9 16% 
JUVENILE CORRECTIONS, 
DEPARTMENT OF 

54 14% 56 14% 59 15% 50 13% 75 19% 

LABOR, DEPARTMENT OF 68 14% 53 12% 64 13% 68 13% 73 14% 
LANDS, DEPARTMENT OF 39 13% 32 11% 25 9% 33 12% 38 15% 
LAVA HOT SPRINGS 
FOUNDATION 

2 13% 1 7% 1 7% 3 25% 3 24% 

LEWIS-CLARK STATE COLLEGE 26 22% 16 13% 28 22% 25 20% 16 13% 
LIBRARIES, IDAHO COMMISSION 
FOR 

5 14% 7 20% 5 15% 4 12% 3 9% 

LIQUOR DIVISION, IDAHO STATE 44 20% 47 22% 44 21% 50 24% 37 18% 
LOTTERY COMMISSION, IDAHO 
STATE 

0 0% 0 0% 0 0% 2 25% 0 0% 

MEDICINE, BOARD OF 2 20% 2 24% 3 35% 0 0% 0 0% 
NURSING, BOARD OF 2 21% 1 12% 1 13% 0 0% 2 31% 
OCCUPATIONAL & 
PROFESSIONAL LICENSES 

6 16% 6 17% 3 8% 7 21% 3 10% 

OUTFITTERS AND GUIDES 
LICENSING BOARD 

0 0% 0 0% 0 0% 2 57% 0 0% 

PARDONS AND PAROLE, 
COMMISSION OF 

10 32% 5 15% 3 9% 3 10% 5 16% 

PARKS AND RECREATION, 
DEPARTMENT OF 

17 12% 29 20% 19 13% 13 9% 19 13% 

PERSI (PUBLIC EMPLOYEES 
RETIREMENT SYSTEM OF IDAHO) 

11 18% 9 15% 5 9% 17 30% 14 26% 

PHARMACY, BOARD OF 0 0% 1 9% 3 26% 1 9% 0 0% 
POLICE, IDAHO STATE 52 10% 52 10% 41 8% 44 9% 54 11% 
PUBLIC TELEVISION 6 10% 6 10% 8 14% 0 0% 3 6% 
PUBLIC UTILITIES COMMISSION 5 15% 5 14% 6 16% 8 21% 3 8% 
RACING, STATE COMMISSION 0 0% 0 0% 0 0% 1 67% 0 0% 
REAL ESTATE COMMISSION 2 18% 3 27% 2 18% 2 17% 1 10% 
STATE PUBLIC DEFENSE 
COMMISSION 

3 100% 1 29% 0 0% 0 0% 0 0% 

TAX APPEALS, BOARD OF 2 50% 1 25% 0 0% 0 0% 0 0% 
TAX COMMISSION, IDAHO STATE 57 14% 76 18% 46 11% 44 10% 43 10% 
TRANSPORTATION, 
DEPARTMENT OF 

176 11% 155 10% 173 12% 209 14% 163 11% 
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Appendix S – Classified Total Separations by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020   

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

VETERANS SERVICES, DIVISION 
OF 

74 24% 91 29% 93 30% 114 37% 109 36% 

VETERINARY MEDICINE BOARD  1 50% 1 50% 0 0% 1 50% 0 0% 
VOCATIONAL REHABILITATION, 
IDAHO DIVISION OF 

6 11% 9 16% 11 20% 5 9% 13 25% 

WATER RESOURCES, 
DEPARTMENT OF 

26 18% 20 13% 14 10% 16 11% 17 12% 

WORKFORCE DEVELOPMENT 
COUNCIL 

0 0% 1 29%             

Overall - Total 1,953 15% 1,930 15% 1,923 15% 1,980 15% 1,851 14% 
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Appendix T – Classified Voluntary Separations by Agency FY 2016-2020 

Agency Name 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

ACCOUNTANCY, STATE BOARD 
OF 

0 0% 0 0% 0 0% 0 0% 0 0% 

ADMINISTRATION, 
DEPARTMENT OF 

6 6% 5 5% 25 23% 8 7% 8 7% 

AGING, COMMISSION ON 0 0% 1 9% 1 9% 1 9% 1 8% 
AGRICULTURE, DEPARTMENT 
OF 

21 11% 23 12% 14 8% 22 13% 18 11% 

BLIND AND VISUALLY 
IMPAIRED, COMMISSION FOR  

1 3% 1 3% 1 3% 0 0% 1 3% 

BOISE STATE UNIVERSITY 54 10% 52 10% 53 10% 50 9% 49 9% 
BRAND INSPECTOR 1 3% 0 0% 0 0% 0 0% 2 7% 
BUILDING SAFETY, DIVISION 
OF 

10 7% 7 5% 6 5% 6 5% 2 2% 

CAREER-TECHNICAL 
EDUCATION, DIVISION OF 

1 9% 1 9% 1 9% 2 17% 3 25% 

COMMERCE, DEPARTMENT OF 4 12% 6 17% 3 8% 1 3% 3 9% 
CONSERVATION, SOIL AND 
WATER COMMISSION 

3 18% 0 0% 2 11% 1 6% 0 0% 

CORRECTION, DEPARTMENT 
OF 

132 7% 164 9% 163 9% 161 8% 149 8% 

DENTISTRY, BOARD OF 0 0% 0 0% 0 0% 1 50% 0 0% 
EDUCATION, STATE BOARD OF 4 73% 0 0% 4 73% 1 18% 1 25% 
ENDOWMENT FUND 
INVESTMENT BOARD 

0 0% 1 50% 0 0% 0 0% 1 50% 

ENGINEERS AND LAND 
SURVEYORS, PROFESSIONAL 
BOARD OF 

0 0% 0 0% 0 0% 0 0% 0 0% 

ENVIRONMENTAL QUALITY, 
DEPARTMENT OF 

30 9% 23 7% 16 5% 26 8% 11 3% 

FINANCE, DEPARTMENT OF 6 10% 2 3% 1 2% 3 5% 1 2% 
FISH AND GAME, DEPARTMENT 
OF 

23 4% 14 3% 17 3% 20 4% 18 3% 

HEALTH AND WELFARE, 
DEPARTMENT OF 

260 10% 259 10% 245 9% 229 8% 198 7% 

HEALTH DISTRICT 1 
(PANHANDLE) 

11 10% 14 13% 13 12% 13 12% 13 12% 

HEALTH DISTRICT 2 (NORTH 
CENTRAL) 

5 13% 1 2% 6 14% 6 13% 1 2% 

HEALTH DISTRICT 3 
(SOUTHWEST) 

14 17% 4 5% 4 4% 9 10% 6 7% 

HEALTH DISTRICT 4 (CENTRAL) 15 15% 15 15% 9 9% 14 13% 8 7% 
HEALTH DISTRICT 5 (SOUTH 
CENTRAL) 

3 5% 6 9% 6 9% 4 6% 4 6% 

HEALTH DISTRICT 6 
(SOUTHEASTERN) 

3 4% 7 10% 7 10% 6 8% 4 6% 

HEALTH DISTRICT 7 (EASTERN) 13 15% 6 7% 7 7% 7 7% 9 9% 
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Appendix T – Classified Voluntary Separations by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

HISPANIC AFFAIRS, IDAHO 
COMMISSION ON 

0 0% 0 0% 0 0% 0 0% 0 0% 

HISTORICAL SOCIETY, IDAHO 
STATE 

1 2% 12 29% 5 12% 3 7% 5 12% 

HUMAN RESOURCES, DIVISION 
OF 

1 7% 4 31% 1 10% 1 12% 1 14% 

IDAHO STATE UNIVERSITY 44 8% 47 8% 53 9% 44 7% 45 7% 
INDEPENDENT LIVING 
COUNCIL 

1 50% 2 80% 0 0% 0 0% 1 50% 

INDUSTRIAL COMMISSION 6 9% 15 21% 8 11% 8 11% 16 21% 
INFORMATION TECHNOLOGY 
SERVICES, OFFICE OF 

6 9% 2 7%       

INSURANCE, DEPARTMENT OF 3 5% 8 14% 4 7% 11 20% 4 7% 
JUVENILE CORRECTIONS, 
DEPARTMENT OF 

34 9% 33 8% 39 10% 29 7% 52 13% 

LABOR, DEPARTMENT OF 27 6% 27 6% 31 6% 36 7% 38 7% 
LANDS, DEPARTMENT OF 24 8% 17 6% 13 5% 14 5% 21 8% 
LAVA HOT SPRINGS 
FOUNDATION 

0 0% 0 0% 0 0% 1 8% 2 16% 

LEWIS-CLARK STATE COLLEGE 14 12% 11 9% 14 11% 16 13% 7 6% 
LIBRARIES, IDAHO 
COMMISSION FOR 

3 8% 3 8% 1 3% 1 3% 2 6% 

LIQUOR DIVISION, IDAHO 
STATE 

18 8% 15 7% 24 11% 22 11% 14 7% 

LOTTERY COMMISSION, IDAHO 
STATE 

0 0% 0 0% 0 0% 1 13% 0 0% 

MEDICINE, BOARD OF 1 10% 2 24% 3 35% 0 0% 0 0% 
NURSING, BOARD OF 0 0% 1 12% 0 0% 0 0% 1 15% 
OCCUPATIONAL & 
PROFESSIONAL LICENSES 

2 5% 2 6% 3 8% 2 6% 2 6% 

OUTFITTERS AND GUIDES 
LICENSING BOARD 

0 0% 0 0% 0 0% 1 29% 0 0% 

PARDONS AND PAROLE, 
COMMISSION OF 

8 26% 4 12% 1 3% 3 10% 4 13% 

PARKS AND RECREATION, 
DEPARTMENT OF 

10 7% 12 8% 12 8% 10 7% 7 5% 

PERSI (PUBLIC EMPLOYEES 
RETIREMENT SYSTEM OF 
IDAHO) 

7 12% 5 8% 2 3% 6 11% 4 7% 

PHARMACY, BOARD OF 0 0% 1 9% 1 9% 1 9% 0 0% 
POLICE, IDAHO STATE 21 4% 12 2% 18 4% 19 4% 19 4% 
PUBLIC TELEVISION 6 10% 2 3% 4 7% 0 0% 2 4% 
PUBLIC UTILITIES 
COMMISSION 

3 9% 2 5% 1 3% 4 10% 2 5% 

RACING, STATE COMMISSION 0 0% 0 0% 0 0% 1 67% 0 0% 
REAL ESTATE COMMISSION 0 0% 1 9% 0 0% 1 9% 0 0% 
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Appendix T – Classified Voluntary Separations by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

STATE PUBLIC DEFENSE 
COMMISSION 

2 67% 1 29% 0 0% 0 0% 0 0% 

TAX APPEALS, BOARD OF 0 0% 0 0% 0 0% 0 0% 0 0% 
TAX COMMISSION, IDAHO 
STATE 

30 7% 45 11% 24 6% 21 5% 16 4% 

TRANSPORTATION, 
DEPARTMENT OF 

82 5% 61 4% 58 4% 63 4% 67 5% 

VETERANS SERVICES, 
DIVISION OF 

31 10% 45 15% 43 14% 45 14% 54 18% 

VETERINARY MEDICINE BRD 0 0% 1 50% 0 0% 1 50% 0 0% 
VOCATIONAL 
REHABILITATION, IDAHO 
DIVISION OF 

1 2% 4 7% 8 15% 0 0% 7 13% 

WATER RESOURCES, 
DEPARTMENT OF 

13 9% 11 7% 10 7% 8 6% 9 7% 

WORKFORCE DEVELOPMENT 
COUNCIL 

0 0% 0 0%       

Overall - Total 1,019 8% 1,020 8% 985 8% 964 7% 913 7% 
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Appendix U – Classified Involuntary Separations by Agency FY 2016-2020 

Agency Name 

FY 
2020 

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

ACCOUNTANCY, STATE BOARD 
OF 

0 0% 0 0% 0 0% 0 0% 0 0% 

ADMINISTRATION, 
DEPARTMENT OF 

6 6% 2 2% 4 4% 3 3% 3 3% 

AGING, COMMISSION ON 0 0% 0 0% 0 0% 0 0% 0 0% 
AGRICULTURE, DEPARTMENT 
OF 

7 4% 6 3% 9 5% 8 5% 4 2% 

BLIND AND VISUALLY 
IMPAIRED, COMMISSION FOR 
THE 

0 0% 2 5% 0 0% 0 0% 2 5% 

BOISE STATE UNIVERSITY 24 4% 25 5% 14 3% 30 5% 19 3% 

BRAND INSPECTOR 0 0% 1 3% 0 0% 1 3% 3 10% 

BUILDING SAFETY, DIVISION OF 5 4% 3 2% 2 2% 4 3% 1 1% 
CAREER-TECHNICAL 
EDUCATION, DIVISION OF 

0 0% 0 0% 2 18% 1 9% 1 8% 

COMMERCE, DEPARTMENT OF 1 3% 3 9% 1 3% 1 3% 1 3% 
CONSERVATION, SOIL AND 
WATER COMMISSION 

0 0% 1 6% 1 6% 1 6% 0 0% 

CORRECTION, DEPARTMENT OF 98 5% 91 5% 124 7% 117 6% 121 6% 

DENTISTRY, BOARD OF 0 0% 0 0% 0 0% 0 0% 0 0% 

EDUCATION, STATE BOARD OF 0 0% 0 0% 2 36% 0 0% 1 25% 
ENDOWMENT FUND 
INVESTMENT BOARD 

0 0% 0 0% 0 0% 0 0% 0 0% 

ENGINEERS AND LAND 
SURVEYORS, PROFESSIONAL 
BOARD OF 

0 0% 0 0% 0 0% 0 0% 0 0% 

ENVIRONMENTAL QUALITY, 
DEPARTMENT OF 

4 1% 11 3% 3 1% 3 1% 5 2% 

FINANCE, DEPARTMENT OF 2 3% 2 3% 0 0% 0 0% 2 3% 
FISH AND GAME, DEPARTMENT 
OF 

8 1% 3 1% 9 2% 11 2% 9 2% 

HEALTH AND WELFARE, 
DEPARTMENT OF 

158 6% 115 4% 140 5% 144 5% 123 5% 

HEALTH DISTRICT 1 
(PANHANDLE) 

5 5% 6 6% 12 11% 6 5% 5 5% 

HEALTH DISTRICT 2 (NORTH 
CENTRAL) 

0 0% 0 0% 1 2% 0 0% 1 2% 

HEALTH DISTRICT 3 
(SOUTHWEST) 

3 4% 8 9% 2 2% 3 3% 1 1% 

HEALTH DISTRICT 4 (CENTRAL) 9 9% 8 8% 4 4% 5 5% 7 6% 
HEALTH DISTRICT 5 (SOUTH 
CENTRAL) 

1 2% 2 3% 2 3% 1 1% 6 9% 

HEALTH DISTRICT 6 
(SOUTHEASTERN) 

1 1% 0 0% 1 1% 1 1% 3 4% 

HEALTH DISTRICT 7 (EASTERN) 1 1% 4 4% 3 3% 2 2% 13 14% 
HISPANIC AFFAIRS, IDAHO 
COMMISSION ON 

0 0% 0 0% 0 0% 0 0% 0 0% 
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Appendix U – Classified Involuntary Separations by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020 

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

HISTORICAL SOCIETY, IDAHO 
STATE 

1 2% 2 5% 0 0% 1 2% 0 0% 

HUMAN RESOURCES, 
DIVISION OF 

1 7% 1 8% 1 10% 3 35% 1 14% 

IDAHO STATE UNIVERSITY 15 3% 22 4% 17 3% 25 4% 25 4% 
INDEPENDENT LIVING 
COUNCIL 

0 0% 0 0% 0 0% 0 0% 0 0% 

INDUSTRIAL COMMISSION 4 6% 5 7% 4 5% 5 7% 6 8% 
INFORMATION TECHNOLOGY 
SERVICES, OFFICE OF 

3 5% 0 0%       

INSURANCE, DEPARTMENT OF 1 2% 1 2% 5 9% 4 7% 2 4% 
JUVENILE CORRECTIONS, 
DEPARTMENT OF 

13 3% 12 3% 12 3% 17 4% 15 4% 

LABOR, DEPARTMENT OF 21 4% 3 1% 7 1% 9 2% 13 2% 

LANDS, DEPARTMENT OF 6 2% 2 1% 3 1% 9 3% 6 2% 
LAVA HOT SPRINGS 
FOUNDATION 

1 7% 1 7% 0 0% 2 17% 0 0% 

LEWIS-CLARK STATE 
COLLEGE 

5 4% 4 3% 12 10% 3 2% 8 6% 

LIBRARIES, IDAHO 
COMMISSION FOR 

1 3% 2 6% 0 0% 0 0% 0 0% 

LIQUOR DIVISION, IDAHO 
STATE 

19 9% 18 8% 15 7% 21 10% 19 9% 

LOTTERY COMMISSION, 
IDAHO STATE 

0 0% 0 0% 0 0% 1 13% 0 0% 

MEDICINE, BOARD OF 1 10% 0 0% 0 0% 0 0% 0 0% 

NURSING, BOARD OF 0 0% 0 0% 1 13% 0 0% 0 0% 
OCCUPATIONAL & 
PROFESSIONAL LICENSES 

0 0% 2 6% 0 0% 3 9% 0 0% 

OUTFITTERS AND GUIDES 
LICENSING BOARD 

0 0% 0 0% 0 0% 1 29% 0 0% 

PARDONS AND PAROLE, 
COMMISSION OF 

1 3% 0 0% 0 0% 0 0% 1 3% 

PARKS AND RECREATION, 
DEPARTMENT OF 

3 2% 5 3% 3 2% 0 0% 4 3% 

PERSI (PUBLIC EMPLOYEES 
RETIREMENT SYSTEM OF 
IDAHO) 

1 2% 1 2% 1 2% 6 11% 6 11% 

PHARMACY, BOARD OF 0 0% 0 0% 1 9% 0 0% 0 0% 

POLICE, IDAHO STATE 20 4% 22 4% 17 3% 15 3% 17 4% 

PUBLIC TELEVISION 0 0% 1 2% 1 2% 0 0% 0 0% 
PUBLIC UTILITIES 
COMMISSION 

1 3% 1 3% 2 5% 3 8% 0 0% 

RACING, STATE COMMISSION 0 0% 0 0% 0 0% 0 0% 0 0% 

REAL ESTATE COMMISSION 1 9% 2 18% 2 18% 1 9% 1 10% 
STATE PUBLIC DEFENSE 
COMMISSION 

1 33% 0 0% 0 0% 0 0% 0 0% 

 



 

105 | F Y  2 0 2 2  C E C  R e p o r t  
 

Appendix U – Classified Involuntary Separations by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020 

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

TAX APPEALS, BOARD OF 2 50% 0 0% 0 0% 0 0% 0 0% 
TAX COMMISSION, IDAHO 
STATE 

11 3% 14 3% 5 1% 7 2% 9 2% 

TRANSPORTATION, 
DEPARTMENT OF 

33 2% 42 3% 42 3% 47 3% 26 2% 

VETERANS SERVICES, 
DIVISION OF 

34 11% 36 12% 39 13% 63 
20
% 

50 17% 

VETERINARY MEDICINE 
BOARD 

0 0% 0 0% 0 0% 0 0% 0 0% 

VOCATIONAL 
REHABILITATION, IDAHO 
DIVISION OF 

3 5% 3 5% 2 4% 2 4% 5 9% 

WATER RESOURCES, 
DEPARTMENT OF 

3 2% 1 1% 1 1% 5 4% 4 3% 

WORKFORCE DEVELOPMENT 
COUNCIL 

0 0% 1 29%       

Overall - Total 539 4% 497 4% 529 4% 595 5% 549 4% 
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Appendix V – Classified Retirement Turnover by Agency FY 2016-2020 

 

Agency Name 

FY 
2020 

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

ACCOUNTANCY, STATE BOARD 
OF 

0 0% 0 0% 0 0% 0 0% 1 40% 

ADMINISTRATION, DEPARTMENT 
OF 

7 7% 3 3% 4 4% 7 6% 7 6% 

AGING, COMMISSION ON 1 9% 0 0% 1 9% 0 0% 0 0% 
AGRICULTURE, DEPARTMENT OF 7 4% 3 2% 8 4% 4 2% 11 6% 
BLIND AND VISUALLY IMPAIRED, 
COMMISSION FOR THE 

1 3% 1 3% 1 3% 3 8% 0 0% 

BOISE STATE UNIVERSITY 15 3% 20 4% 18 3% 14 3% 7 1% 
BRAND INSPECTOR 2 6% 1 3% 2 6% 3 10% 0 0% 
BUILDING SAFETY, DIVISION OF 5 4% 1 1% 3 2% 4 3% 3 3% 
CAREER-TECHNICAL EDUCATION, 
DIVISION OF 

0 0% 0 0% 2 18% 0 0% 1 8% 

COMMERCE, DEPARTMENT OF 1 3% 1 3% 0 0% 0 0% 1 3% 
CONSERVATION, SOIL AND 
WATER COMMISSION 

0 0% 0 0% 1 6% 1 6% 0 0% 

CORRECTION, DEPARTMENT OF 41 2% 33 2% 40 2% 40 2% 33 2% 
DENTISTRY, BOARD OF 0 0% 0 0% 0 0% 0 0% 0 0% 
EDUCATION, STATE BOARD OF 0 0% 0 0% 0 0% 1 18% 0 0% 
ENDOWMENT FUND INVESTMENT 
BOARD 

0 0% 0 0% 0 0% 1 50% 0 0% 

ENGINEERS AND LAND 
SURVEYORS, PROFESSIONAL 
BOARD OF 

0 0% 0 0% 0 0% 0 0% 0 0% 

ENVIRONMENTAL QUALITY, 
DEPARTMENT OF 

9 3% 17 5% 14 4% 15 4% 12 4% 

FINANCE, DEPARTMENT OF 4 7% 4 6% 3 5% 1 2% 3 5% 
FISH AND GAME, DEPARTMENT 
OF 

23 4% 23 4% 18 3% 21 4% 18 3% 

HEALTH AND WELFARE, 
DEPARTMENT OF 

55 2% 71 3% 63 2% 63 2% 69 3% 

HEALTH DISTRICT 1 
(PANHANDLE) 

4 4% 2 2% 3 3% 7 6% 1 1% 

HEALTH DISTRICT 2 (NORTH 
CENTRAL) 

1 3% 1 2% 1 2% 2 4% 1 2% 

HEALTH DISTRICT 3 
(SOUTHWEST) 

3 4% 1 1% 0 0% 4 4% 3 3% 

HEALTH DISTRICT 4 (CENTRAL) 5 5% 4 4% 2 2% 5 5% 4 4% 
HEALTH DISTRICT 5 (SOUTH 
CENTRAL) 

2 3% 1 2% 1 1% 1 1% 1 1% 

HEALTH DISTRICT 6 
(SOUTHEASTERN) 

1 1% 0 0% 3 4% 2 3% 1 1% 

HEALTH DISTRICT 7 (EASTERN) 3 4% 1 1% 3 3% 2 2% 1 1% 
HISPANIC AFFAIRS, IDAHO 
COMMISSION ON 

0 0% 0 0% 0 0% 0 0% 0 0% 

HISTORICAL SOCIETY, IDAHO 
STATE 

0 0% 1 2% 5 12% 3 7% 1 2% 

HUMAN RESOURCES, DIVISION OF 0 0% 0 0% 0 0% 0 0% 0 0% 
IDAHO STATE UNIVERSITY 17 3% 19 3% 21 3% 12 2% 13 2%  
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Appendix V – Classified Retirement Turnover by Agency FY 2016-2020 (continued) 

Agency Name 

FY 
2020 

Count 

FY 
2020  
Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

FY 
2016  

Count 

FY 
2016 
Rate 

INDEPENDENT LIVING COUNCIL 0 0% 0 0% 0 0% 0 0% 0 0% 
INDUSTRIAL COMMISSION 5 8% 5 7% 5 7% 3 4% 4 5% 
INFORMATION TECHNOLOGY 
SERVICES, OFFICE OF 

2 3% 1 4%       

INSURANCE, DEPARTMENT OF 3 5% 4 7% 3 5% 1 2% 3 5% 
JUVENILE CORRECTIONS, 
DEPARTMENT OF 

7 2% 11 3% 7 2% 4 1% 9 2% 

LABOR, DEPARTMENT OF 20 4% 23 5% 26 5% 23 5% 23 4% 
LANDS, DEPARTMENT OF 9 3% 13 4% 8 3% 10 4% 11 4% 
LAVA HOT SPRINGS FOUNDATION 1 7% 0 0% 1 7% 0 0% 1 8% 
LEWIS-CLARK STATE COLLEGE 7 6% 1 1% 2 2% 6 5% 1 1% 
LIBRARIES, IDAHO COMMISSION 
FOR 

1 3% 2 6% 4 12% 3 9% 1 3% 

LIQUOR DIVISION, IDAHO STATE 7 3% 14 6% 5 2% 7 3% 6 3% 
LOTTERY COMMISSION, IDAHO 
STATE 

0 0% 0 0% 0 0% 0 0% 0 0% 

MEDICINE, BOARD OF 0 0% 0 0% 0 0% 0 0% 0 0% 
NURSING, BOARD OF 2 21% 0 0% 0 0% 0 0% 1 15% 
OCCUPATIONAL & PROFESSIONAL 
LICENSES 

4 11% 2 6% 0 0% 2 6% 1 3% 

OUTFITTERS AND GUIDES 
LICENSING BOARD 

0 0% 0 0% 0 0% 0 0% 0 0% 

PARDONS AND PAROLE, 
COMMISSION OF 

1 3% 1 3% 2 6% 0 0% 0 0% 

PARKS AND RECREATION, 
DEPARTMENT OF 

4 3% 12 8% 4 3% 3 2% 8 6% 

PERSI (PUBLIC EMPLOYEES 
RETIREMENT SYSTEM OF IDAHO) 

3 5% 3 5% 2 3% 5 9% 4 7% 

PHARMACY, BOARD OF 0 0% 0 0% 1 9% 0 0% 0 0% 
POLICE, IDAHO STATE 11 2% 18 3% 6 1% 10 2% 18 4% 
PUBLIC TELEVISION 0 0% 3 5% 3 5% 0 0% 1 2% 
PUBLIC UTILITIES COMMISSION 1 3% 2 5% 3 8% 1 3% 1 3% 
RACING, STATE COMMISSION 0 0% 0 0% 0 0% 0 0% 0 0% 
REAL ESTATE COMMISSION 1 9% 0 0% 0 0% 0 0% 0 0% 
STATE PUBLIC DEFENSE 
COMMISSION 

0 0% 0 0% 0 0% 0 0% 0 0% 

TAX APPEALS, BOARD OF 0 0% 1 25% 0 0% 0 0% 0 0% 
TAX COMMISSION, IDAHO STATE 16 4% 17 4% 17 4% 16 4% 19 5% 
TRANSPORTATION, DEPARTMENT 
OF 

61 4% 52 3% 73 5% 99 7% 73 5% 

VETERANS SERVICES, DIVISION 
OF 

9 3% 10 3% 11 4% 6 2% 5 2% 

VETERINARY MEDICINE BOARD  1 50% 0 0% 0 0% 0 0% 0 0% 
VOCATIONAL REHABILITATION, 
IDAHO DIVISION OF 

2 4% 2 4% 1 2% 3 6% 1 2% 

WATER RESOURCES, 
DEPARTMENT OF 

10 7% 8 5% 3 2% 3 2% 4 3% 

WORKFORCE DEVELOPMENT 
COUNCIL 

0 0% 0 0% 
            

Overall - Total 395 3% 413 3% 404 3% 421 3% 387 3% 
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Appendix W – Classified Turnover by Separation Code 

 

Reason for Leaving   
FY 2020 

Separation Count 
FY 2020 

% of Turnover 
Separation - Personal                    876 6.72% 
Separation - Retirement                  390 2.99% 
Transfer to Other Agency                 215 1.65% 
Separation - Private Sector Job          167 1.28% 
Failure to Complete Entrance Probation            66 0.51% 
Termination - Dismissal                  60 0.46% 
Separation - Layoff/Medical              47 0.36% 
Separation - County Job                  24 0.18% 
Separation - Federal Job                 23 0.18% 
Separation - Layoff/Shortage of Work     17 0.13% 
Separation - School District Job         15 0.12% 
Separation - City Job                    13 0.10% 
Separation - Death                       13 0.10% 
Separation - State Job (Excluding Idaho) 10 0.08% 
Separation - Layoff/Budget Restriction   7 0.05% 
Separation - Medical Retirement          5 0.04% 
Separation - Entrance Probation/RIF      2 0.02% 
Separation - Military                    2 0.02% 
Separation - Appt Expires/Temporary      1 0.01% 
Grand Total 1,953 15% 
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Appendix X – Classified Average Pay Rate and Turnover by Pay Grade  

 

Pay Grade 
Employee 

Count 
Average 
Pay Rate 

Average 
Compa-Ratio FY 2020 Turnover Rate 

E 191 $11.79 92% 47.2% 

F 221 $12.18 85% 56.5% 

G 621 $14.50 89% 49.9% 

H 1,389 $16.12 86% 39.9% 

I 2,221 $18.52 84% 31.7% 

J 1,888 $20.91 84% 23.3% 

K 1,577 $23.50 85% 24.8% 

L 2,244 $26.86 86% 26.4% 

M 1,502 $31.08 88% 25.0% 

N 677 $35.56 91% 21.8% 

O 217 $40.97 97% 25.1% 

P 230 $44.33 96% 21.5% 

Q 18 $55.03 108% 55.6% 

R 3 $59.06 104% 0.0% 

V 7 $107.83 116% 0.0% 
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Appendix Y – Vacancy Rate by Agency  

Agency Name 

Vacant 
Classified 

FTP 

Vacant 
Non-

Classified 
FTP 

Combined 
Vacant 

FTP 

Regular 
Non-

Classified 
FTP 

Regular 
Classified 

FTP 

Combined 
Regular 

FTP 
Vacancy 

Rate 

BD-PROF ENG & LAND SURV 0 0 0 3 2 5 0% 
BOISE STATE UNIVERSITY 80 196 276 1,970 496 2,466 10% 
BRAND INSPECTOR 1 0 1 5 33 38 3% 
BRD OF VETERINARY MEDICINE 1 0 1 1 1 2 23% 
CENTRAL HEALTH DISTRICT IV 10 0 10 5 105 110 8% 
COMM-BLIND & VISUAL IMPAIR 0 0 0 1 40 41 0% 
COMMISSION OF PARDONS AND 
PAROLE 3 0 3 2 32 34 8% 
COMMISSION ON THE ARTS 0 1 1 8 0 8 11% 
CORRECTIONAL INDUSTRIES 0 12 12 35 0 35 26% 
DEPARTMENT OF 
AGRICULTURE 12 0 12 10 189 199 6% 
DEPARTMENT OF COMMERCE 6 2 8 3 32 35 19% 
DEPARTMENT OF CORRECTION 229 1 230 22 1,900 1,922 11% 
DEPARTMENT OF 
ENVIRONMENTAL QUALITY 33 0 33 14 330 344 9% 
DEPARTMENT OF FINANCE 2 0 2 2 62 64 3% 
DEPARTMENT OF FISH & GAME 45 0 45 6 517 523 8% 
DEPARTMENT OF INSURANCE 4 4 8 9 53 62 11% 
DEPARTMENT OF LABOR 78 2 80 12 547 559 13% 
DEPARTMENT OF LANDS 26 0 26 12 287 299 8% 
DEPT - PARKS & RECREATION 20 1 21 4 137 141 13% 
DEPT OF ADMINISTRATION 13 0 13 7 103 110 11% 
DEPT OF HEALTH & WELFARE 288 1 289 26 2,704 2,730 10% 
DEPT OF WATER RESOURCES 10 0 10 3 136 139 7% 
DIV - FINANCIAL MANAGEMENT 0 2 2 17 0 17 11% 
DIV OF BUILDING SAFETY 7 1 8 5 139 144 5% 
DIVISION OF HUMAN 
RESOURCES 1 0 1 2 14 16 6% 
DIVISION OF VETERANS 
SERVICES 39 0 39 6 321 327 11% 
DIV-OCCUPATIONAL & 
PROFESSIONAL LICENSES 4 1 5 1 38 39 11% 
EASTERN IDAHO HEALTH 
DISTRICT VII 9 0 9 6 76 82 10% 
ENDOWMENT FND INVESTMENT 
BD 0 0 0 2 2 4 0% 
HISPANIC AFFAIRS, IDAHO 
COMMISSION ON 0 0 0 2 1 3 0% 
ID DIVISION OF CAREER 
TECHNICAL EDUCATION 2 0 2 32 9 41 5% 
IDAHO COMMISSION FOR 
LIBRARIES 3 0 3 2 33 35 7% 
IDAHO COMMISSION ON AGING 0 0 0 1 12 13 0% 
IDAHO PUBLIC TELEVISION            2 2 4 6 58 64 7% 
IDAHO STATE INDEPENDENT 
LIVING COUNCIL 0 0 0 1 3 4 0% 
IDAHO STATE LOTTERY 1 2 3 34 7 41 7% 
IDAHO STATE POLICE 31 0 31 5 537 542 5% 
IDAHO STATE RACING 
COMMISSION 0 0 0 0 1 1 0% 
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Appendix Y – Vacancy Rate by Agency (continued) 

Agency Name 

Vacant 
Classified 

FTP 

Vacant 
Non-

Classified 
FTP 

Combined 
Vacant FTP 

Regular 
Non-

Classified 
FTP 

Regular 
Classified 

FTP 

Combined 
Regular 

FTP 
Vacancy 

Rate 
IDAHO STATE UNIVERSITY 67 117 185 1,162 530 1,692 10% 
IDAHO TRANSPORTATION DEPT 108 1 109 21 1,610 1,631 6% 
INDUSTRIAL COMMISSION 7 7 14 55 64 119 11% 
JUVENILE CORRECTIONS 22 0 22 9 383 392 5% 
LAVA HOT SPRINGS 
FOUNDATION 1 0 1 1 14 15 6% 
LEWIS-CLARK STATE COLLEGE 12 20 32 317 91 408 7% 
MILITARY DIVISION 0 23 23 394 0 394 6% 
NORTH CENTRAL HEALTH 
DISTRICT II 4 0 4 4 44 48 8% 
OFFICE OF BRD OF EDUCATION 0 0 0 46 5 51 0% 
OFFICE OF DRUG POLICY 0 0 0 6 0 6 0% 
OFFICE OF ENERGY AND 
MINERAL RESOURCES 0 0 0 8 0 8 0% 
OFFICE OF INFORMATION 
TECHNOLOGY SERV 13 0 13 2 123 125 9% 
OFFICE OF SPECIES 
CONSERVATION 0 2 2 13 0 13 13% 
OUTFITTERS AND GUIDES 0 0 0 1 4 5 0% 
PANHANDLE HEALTH DISTRICT 
I 13 0 13 4 115 119 10% 
PUB EMPLOYEE RETIREMENT 
SYS 6 3 9 5 57 62 13% 
PUBLIC UTILITIES COMMISSION 5 0 5 8 31 39 11% 
REAL ESTATE COMMISSION 1 0 1 2 11 13 7% 
SOIL AND WATER 
CONSERVATION COMMISSION 2 4 6 1 14 15 29% 
SOUTH CENTRAL PUBLIC 
HEALTH DISTRICT V 7 0 7 3 66 69 10% 
SOUTHEAST HEALTH DISTRICT 
VI 8 0 8 4 74 78 9% 
SOUTHWEST HEALTH DISTRICT 
III 12 0 12 5 78 83 13% 
STATE APPELLATE PUBLIC 
DEFENDER 0 1 1 24 0 24 4% 
STATE BOARD OF 
ACCOUNTANCY 0 0 0 1 3 4 0% 
STATE BOARD OF DENTISTRY 0 0 0 2 1 3 0% 
STATE BOARD OF MEDICINE 0 2 2 5 11 16 11% 
STATE BOARD OF NURSING 0 0 0 1 12 13 0% 
STATE BOARD OF PHARMACY 1 0 1 3 11 14 7% 
STATE BOARD OF TAX APPEALS 1 0 1 1 3 4 20% 
STATE HISTORICAL SOCIETY 3 0 3 3 49 52 5% 
STATE LIQUOR DIVISION 21 0 21 4 213 217 9% 
STATE TAX COMMISSION 36 2 38 10 397 407 9% 
STEM ACTION CENTER 0 0 0 6 0 6 0% 
UNIVERSITY OF IDAHO 0 359 359 2,248 0 2,248 14% 
VOCATIONAL REHABILITATION 4 9 13 91 52 142 8% 
WORKFORCE DEVELOPMENT 
COUNCIL 0 0 0 1 4 5 0% 

Overall 1,312 779 2,091 6,753 13,027 19,780 10% 
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Appendix Z – Total Retirement Forecast by Agency Calendar Years 2020-2050 

Agency Name 

Fewer 
than 5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 
years 

or 
more Total 

ATTORNEY GENERAL 15 22 63 83 24 207 

BD-PROF ENG & LAND SURV   3 7 2   12 

BOISE STATE UNIVERSITY       1   1 

BRAND INSPECTOR 7 7 14 13 1 42 

BRD OF VETERINARY MEDICINE     1 1   2 

CENTRAL HEALTH DISTRICT IV 3 9 35 40 27 114 

COMM-BLIND & VISUAL IMPAIR 3 4 18 16 2 43 

COMMISSION OF PARDONS AND PAROLE 2 9 11 8 2 32 

COMMISSION ON THE ARTS 1   4 3   8 

CORRECTIONAL INDUSTRIES   2 21 8 4 35 

DEPARTMENT OF AGRICULTURE 21 18 61 119 85 304 

DEPARTMENT OF COMMERCE 1 2 16 21 4 44 

DEPARTMENT OF CORRECTION 106 170 632 758 247 1,913 

DEPARTMENT OF ENVIRONMENTAL QUALITY 23 46 110 109 57 345 

DEPARTMENT OF FINANCE 1 4 22 24 8 59 

DEPARTMENT OF FISH & GAME 57 59 189 195 164 664 

DEPARTMENT OF INSURANCE 3 5 21 34 3 66 

DEPARTMENT OF LABOR 37 67 196 168 61 529 

DEPARTMENT OF LANDS 22 28 120 141 76 387 

DEPT - PARKS & RECREATION 12 15 58 47 24 156 

DEPT OF ADMINISTRATION 6 10 47 38 10 111 

DEPT OF HEALTH & WELFARE 103 198 776 1,154 615 2,846 

DEPT OF WATER RESOURCES 10 12 45 45 32 144 

DIV - FINANCIAL MANAGEMENT 1 1 3 9 2 16 

DIV OF BUILDING SAFETY 6 16 56 50 12 140 

DIV-OCCUPATIONAL & PROFESSIONAL LICENSES 2 4 20 11 3 40 

DIVISION OF HUMAN RESOURCES   2 2 7 3 14 

DIVISION OF VETERANS SERVICES 10 21 100 139 69 339 

EASTERN IDAHO HEALTH DISTRICT VII 5 8 35 31 12 91 

ENDOWMENT FND INVESTMENT BD   1 3     4 

HISPANIC AFFAIRS, IDAHO COMMISSION ON   1 2     3 

HOUSE OF REPRESENTATIVES 2 3 31 28 2 66 

ID DIVISION OF CAREER TECHNICAL EDUCATION   5 11 15 7 38 

IDAHO COMMISSION FOR LIBRARIES 1 4 12 15 3 35 

IDAHO COMMISSION ON AGING   2 11 4 1 18 

IDAHO PUBLIC TELEVISION            10 9 25 14 5 63 
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Appendix Z – Total Retirement Forecast by Agency Calendar Years 2020-2050 (continued) 

Agency Name 

Fewer 
than 5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 
years 

or 
more Total 

IDAHO STATE INDEPENDENT LIVING COUNCIL     2 1   3 

IDAHO STATE LOTTERY 2 4 20 14 4 44 

IDAHO STATE POLICE 32 67 188 195 55 537 

IDAHO STATE RACING COMMISSION 1         1 

IDAHO STATE UNIVERSITY 1     1   2 

IDAHO TRANSPORTATION DEPT 128 198 504 521 252 1,603 

INDUSTRIAL COMMISSION 6 17 33 48 21 125 

JUDICIAL BRANCH   8 152 157 36 353 

JUVENILE CORRECTIONS 16 26 131 138 84 395 

LAVA HOT SPRINGS FOUNDATION 1 2 7 8 1 19 

LEGISLATIVE SERVICES 2 4 16 24 16 62 

LEWIS-CLARK STATE COLLEGE 25 35 148 147 60 415 

LIEUTENANT GOVERNOR     1   1 2 

MILITARY DIVISION 6 18 120 214 83 441 

NORTH CENTRAL HEALTH DISTRICT II 4 4 22 14 8 52 

OFFICE OF BRD OF EDUCATION   2 31 19 8 60 

OFFICE OF DRUG POLICY     4   2 6 

OFFICE OF ENERGY AND MINERAL RESOURCES 1   1 2 4 8 

OFFICE OF INFORMATION TECHNOLOGY SERV 3 10 44 48 17 122 

OFFICE OF PERFORMANCE EVALUATIONS 1 1   3 2 7 

OFFICE OF SPECIES CONSERVATION     2 7 3 12 

OFFICE OF THE GOVERNOR 1   2 7 10 20 

OUTFITTERS AND GUIDES   2 3 1   6 

PANHANDLE HEALTH DISTRICT I 1 7 46 56 17 127 

PUB EMPLOYEE RETIREMENT SYSTEM OF IDAHO 4 3 30 25 5 67 

PUBLIC UTILITIES COMMISSION 5 1 17 17 1 41 

REAL ESTATE COMMISSION   1 5 5 2 13 

SECRETARY OF STATE 2 2 10 6 9 29 

SENATE 1 3 18 9   31 

SOIL AND WATER CONSERVATION COMMISSION 2 2 7 4 1 16 

SOUTH CENTRAL PUBLIC HEALTH DISTRICT V 4 8 21 23 17 73 

SOUTHEAST HEALTH DISTRICT VI 4 9 26 22 16 77 

SOUTHWEST HEALTH DISTRICT III 3 9 35 32 31 110 

STATE APPELLATE PUBLIC DEFENDER     9 10 4 23 

STATE BOARD OF ACCOUNTANCY 1   9 1   11 
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Appendix Z – Total Retirement Forecast by Agency Calendar Years 2020-2050 (continued) 

Agency Name 

Fewer 
than 5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 
years 

or 
more Total 

STATE BOARD OF DENTISTRY 1     2 1 4 

STATE BOARD OF MEDICINE 1   10 6 1 18 

STATE BOARD OF NURSING     11 4 2 17 

STATE BOARD OF PHARMACY   3 4 6 1 14 

STATE BOARD OF TAX APPEALS     1 2 1 4 

STATE CONTROLLER 7 12 25 40 20 104 

STATE HISTORICAL SOCIETY 2 3 14 24 15 58 

STATE INSURANCE FUND 9 29 91 80 29 238 

STATE LIQUOR DIVISION 4 24 70 89 38 225 

STATE PUBLIC DEFENSE COMMISSION     1 4   5 

STATE TAX COMMISSION 37 44 152 125 40 398 

STATE TREASURER   5 7 8 5 25 

STEM ACTION CENTER     1 3 2 6 

SUPT OF PUBLIC INSTRUCTION (DPT OF EDUC) 2 8 36 49 18 113 

UNIVERSITY OF IDAHO     2 2   4 

VOCATIONAL REHABILITATION 3 16 43 55 27 144 

WORKFORCE DEVELOPMENT COUNCIL     1 3 1 5 

Total 793 1,354 4,911 5,632 2,536 15,226 
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Appendix AA – Classified Retirement Forecast by Agency Calendar Years 
2020-2050 

Agency Name 

Fewer 
than 

5 
years 

5-9 
years 

10-
19 

years 

20-
29 

years 

30 
years 

or 
more Total 

BD-PROF ENG & LAND SURV   1 1     2 

BOISE STATE UNIVERSITY       1   1 

BRAND INSPECTOR 5 6 8 13 1 33 

BRD OF VETERINARY MEDICINE     1     1 

CENTRAL HEALTH DISTRICT IV 1 7 30 37 26 101 

COMMISSION FOR THE BLIND & VISUALLY IMPAIRED 3 4 17 14 2 40 

COMMISSION OF PARDONS AND PAROLE 2 9 10 7 2 30 

DEPARTMENT OF AGRICULTURE 15 11 41 73 48 188 

DEPARTMENT OF COMMERCE 1 2 10 16 3 32 

DEPARTMENT OF CORRECTION 102 164 621 755 247 1,889 

DEPARTMENT OF ENVIRONMENTAL QUALITY 20 44 99 107 57 327 

DEPARTMENT OF FINANCE 1 4 20 24 8 57 

DEPARTMENT OF FISH & GAME 53 56 159 170 86 524 

DEPARTMENT OF INSURANCE 3 3 19 27 2 54 

DEPARTMENT OF LABOR 34 67 190 162 59 512 

DEPARTMENT OF LANDS 18 24 102 105 42 291 

DEPT - PARKS & RECREATION 11 13 54 41 22 141 

DEPT OF ADMINISTRATION 5 9 44 36 10 104 

DEPT OF HEALTH & WELFARE 101 194 746 1,122 538 2,701 

DEPT OF WATER RESOURCES 9 12 41 43 32 137 

DIV OF BUILDING SAFETY 6 15 53 49 12 135 

DIV-OCCUPATIONAL & PROFESSIONAL LICENSES 2 4 20 11 2 39 

DIVISION OF HUMAN RESOURCES   2 1 7 3 13 

DIVISION OF VETERANS SERVICES 10 19 94 133 54 310 

EASTERN IDAHO HEALTH DISTRICT VII 5 7 25 28 12 77 

ENDOWMENT FND INVESTMENT BD   1 1     2 

HISPANIC AFFAIRS, IDAHO COMMISSION ON     1     1 

ID DIVISION OF CAREER TECHNICAL EDUCATION   2 2 3 3 10 

IDAHO COMMISSION FOR LIBRARIES 1 3 11 15 3 33 

IDAHO COMMISSION ON AGING   2 7 2 1 12 

IDAHO PUBLIC TELEVISION         9 7 22 14 4 56 

IDAHO STATE INDEPENDENT LIVING COUNCIL     1 1   2 

IDAHO STATE LOTTERY   1 4 2 1 8 

IDAHO STATE POLICE 32 64 186 195 55 532 
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Appendix AA – Classified Retirement Forecast by Agency Calendar Years 2020-2050 (continued) 

Agency Name 

Fewer  
than 

5 
years  

5-9  
years 

10-19 
 years 

20-29  
years 

30  
years  

or  
more Total 

IDAHO STATE RACING COMMISSION 1         1 

IDAHO STATE UNIVERSITY       1   1 

IDAHO TRANSPORTATION DEPT 126 194 490 510 248 1,568 

INDUSTRIAL COMMISSION 2 3 15 30 17 67 

JUVENILE CORRECTIONS 15 26 125 137 83 386 

LAVA HOT SPRINGS FOUNDATION 1 2 5 6 1 15 

LEWIS-CLARK STATE COLLEGE 4 6 37 30 21 98 

NORTH CENTRAL HEALTH DISTRICT II 3 4 15 12 7 41 

OFFICE OF BRD OF EDUCATION     1 2 2 5 

OFFICE OF INFORMATION TECHNOLOGY SERVICES 3 10 43 47 17 120 

OUTFITTERS AND GUIDES   2 1 1   4 

PANHANDLE HEALTH DISTRICT I   4 35 51 14 104 

PUB EMPLOYEE RETIREMENT SYSTEM OF IDAHO 2 2 28 22 5 59 

PUBLIC UTILITIES COMMISSION 3 1 13 15 1 33 

REAL ESTATE COMMISSION   1 4 4 2 11 

SOIL AND WATER CONSERVATION COMMISSION 2 2 6 4 1 15 

SOUTH CENTRAL PUBLIC HEALTH DISTRICT V 4 6 16 22 14 62 

SOUTHEAST HEALTH DISTRICT VI 4 9 21 18 16 68 

SOUTHWEST HEALTH DISTRICT III 2 9 29 26 14 80 

STATE BOARD OF ACCOUNTANCY 1   2     3 

STATE BOARD OF DENTISTRY       1 1 2 

STATE BOARD OF MEDICINE     7 3 1 11 

STATE BOARD OF NURSING     7 2 1 10 

STATE BOARD OF PHARMACY   2 3 5 1 11 

STATE BOARD OF TAX APPEALS       2 1 3 

STATE HISTORICAL SOCIETY 2 1 9 23 15 50 

STATE LIQUOR DIVISION 4 24 68 87 38 221 

STATE PUBLIC DEFENSE COMMISSION       4   4 

STATE TAX COMMISSION 36 42 146 123 40 387 

UNIVERSITY OF IDAHO     1 1   2 

VOCATIONAL REHABILITATION 3 5 15 25 7 55 

WORKFORCE DEVELOPMENT COUNCIL       3 1 4 

Total 667 1,112 3,783 4,430 1,904 11,896 

 
 
 
 


