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EXECUTIVE SUMMARY 

The State of Idaho is the largest employer in the state with 25,000 Idahoans working in state jobs. 
State employees fill critical roles in helping state government administer public service programs 
ranging from public education provided by teachers and coaches; public safety supported by state 
troopers and correctional officers; transportation services provided by snowplow drivers and 
technicians; social services provided by nurses and social workers; and recreational opportunities 
provided by park rangers and equipment operators; along with numerous other positions. Hiring 
and retaining talented and competent employees must remain amongst our top priorities if we are 
to be considered a leading choice for job seekers in Idaho.  

Although Idaho was one of few states who remained fully open through almost the entire 
pandemic, Idahoans are still facing significant and unique challenges in the workforce. In 2021, 
Idaho has experienced a record number of individuals leaving the workforce. In state employment 
alone, turnover has increased 4% for classified employees. Although Idaho’s unemployment rate 
matches our strong economy pre-pandemic, dipping to 2.8% in October 2021, Idaho still has tens 
of thousands of jobs that need filled. In state government alone, we have over 2,500 unfilled jobs 
and are currently battling a 12% vacancy rate across regular positions. There are times when not a 
single application is received for a job posting. Data from our recruitment software shows we have 
more people than ever viewing our jobs, but the number of applications submitted has declined. 

The question everyone is asking, is “where have all the workers gone?” This is not only a challenge 
in state employment, but across all industries in Idaho. With one of the lowest unemployment rates 
in the country, employers in both public and private sectors are left scratching their heads. With 
Idaho’s good fortune and strong economy, we also face new challenges. Idaho employers added 
jobs faster than any other state in the last year. Idaho also has the fastest construction job growth 
in the entire country over the last year with a 7% increase in new jobs.1  

However, Idaho still faces a change in those participating in the workforce. Individuals over the 
age of 55, dropped 11% this past year. Mothers with children at home are less likely to enter the 
workforce because of the instability of school schedules and the risk of children needing to be 
home for quarantine or health related challenges. Idaho also saw about 200 childcare centers close 
during the pandemic, disrupting one of the most critical work supports for working moms.1 If these 
changes weren’t difficult enough, consumer prices in the U.S. are 6.2% higher in October than a 
year ago (the sharpest increase since November 1990)2 and in Idaho alone, prices were up 7.5%.  
From sharp increases in housing costs, gas prices, food and basic needs, disposable income has 
become critical to Idaho families.  

 
1 Tacke, K. (2021, July 27). Why Idaho Employers Struggle to Find Workers. Idaho Department of Labor. Retrieved 
from: https://idahoatwork.com/2021/07/27/why-idaho-employers-struggle-to-find-workers/. (Note: IDOL posted this 
article on behalf of Regional Economist Kathryn Tacke, who sadly passed away unexpectedly on July 2, 2021. This 
was the last article she submitted for publication.) 
2 U.S. Bureau of Labor Statistics. (2021, November 19). Consumer prices increase 6.2 percent for the year ended 
October 2021. Retrieved from: https://www.bls.gov/opub/ted/2021/consumer-prices-increase-6-2-percent-for-the-
year-ended-october-2021.htm.  
 

https://idahoatwork.com/2021/07/27/why-idaho-employers-struggle-to-find-workers/
https://www.bls.gov/opub/ted/2021/consumer-prices-increase-6-2-percent-for-the-year-ended-october-2021.htm
https://www.bls.gov/opub/ted/2021/consumer-prices-increase-6-2-percent-for-the-year-ended-october-2021.htm
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The Governor and the Legislature have worked hard to keep state jobs competitive across private 
and public sector competitors. However, with every industry increasing wages to attract workers,3  
the State still finds itself 9% below market for salaries in 2021 according to our local survey.4  

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. While the 2021 Korn 
Ferry Total Compensation Report shows the State maintaining its 12% below market average when 
compared to the private sector, ground has been gained when compared to the public sector. 
Instead of a 12% total compensation lag, the State improved to a 7% below market position.5 The 
commitment of the Governor and the State Legislature steadily increasing total compensation since 
the economic downturn helped the State maintain its market position.6   

During the 2021 Legislative Session, Governor Little and the Legislature moved the salary 
structure upward by 2%, allocated 2% for merit-based increases, approved current payline 
exceptions for FY 2022, and maintained the State’s employee benefits package funding.  

The November 2021 Idaho General Fund Revenue Report shows the State’s general fund revenues 
continuing to exceed forecasts.7 

Accordingly, the Division of Human Resources (“DHR”) recommends the following to the 
Governor and the Legislature for FY 2023: 1) fund a 5% change in employee compensation for 
permanent positions with the following components: (a) increase the salary structure by 2% and 
fully fund all employees, not just those falling below the minimum of the salary ranges to continue 
movement toward the market average; and (b) increase the merit-based salary component by at 
least 3%; 2) continue current payline exceptions for those job classifications which target specific 
recruitment and retention situations; and 3) maintain the overall design of the benefits package and 
percentage contributions for employee benefits.  

DHR recognizes that pay is not the only tool that will attract and retain talent. Along with an 
attractive benefit and retirement package, the State must pursue other strategies that will motivate 
a new generation of workers to choose state jobs as their career. In this report you will see 
aggressive initiatives that will begin to change the culture of state employment by not only looking 
at what we pay but also begin to change the way we work. Several studies have found that pay is 
not the top motivating factor for job satisfaction. DHR is committed to engaging with state 
employees to understand their concerns on improvements needed in how state agencies operate 
related to management decisions, available technology, and communication strategies to promote 
the State of Idaho as one of the best places to work. 

 
3 Miller, S. (2021, November 1). Employers Respond to Great Resignation by Raising Pay, Improving Benefits. 
Society for Human Resource Management (SHRM). Retrieved from https://www.shrm.org/ResourcesAndTools/hr-
topics/compensation/Pages/employers-respond-to-resignation-tsunami-by-raising-pay-improving-benefits.aspx.  
4 Milliman State of Idaho Custom Salary Survey, Appendix B. 
5 Korn Ferry Total Compensation Report, Appendix C. 
6 Five Year Synopsis of State CEC Increases FY 2018-2022, Appendix D. 
7 Full report available at https://dfm.idaho.gov/publications/eab/gfrr/gfrr2022/gfrr_nov2021.pdf. 

https://www.shrm.org/ResourcesAndTools/hr-topics/compensation/Pages/employers-respond-to-resignation-tsunami-by-raising-pay-improving-benefits.aspx
https://www.shrm.org/ResourcesAndTools/hr-topics/compensation/Pages/employers-respond-to-resignation-tsunami-by-raising-pay-improving-benefits.aspx
https://dfm.idaho.gov/publications/eab/gfrr/gfrr2022/gfrr_nov2021.pdf
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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.8 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.” 

 
8 §67-5309C Annual Surveys, Reports and Recommendations, Idaho Code, Appendix E. 
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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.9 See Appendix F for Idaho Code §59-1603 in its entirety.  

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 

Midpoint Market Average and Compa-Ratio 

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.10 The breadth of each pay grade allows for variations 
in compensation due to market factors, experience, performance, job complexity, and 
compensation plans within state agencies.  

 
9 §59-1603 Conformity With Classified Positions, Idaho Code, Appendix F. 
10 FY 2022 Compensation Schedule, Appendix G. 
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The policy rate11 within each pay grade is intended to represent the “midpoint market average”.12 

Idaho’s 2021 total compensation analysis demonstrates the current policy rates are 0.1% above the 
public sector and 19.7% below the private sector market averages.13 Annual CEC changes are 
intended to move the policy rate closer to market averages and ensure the State’s compensation 
plan remains competitive.  

The policy rate is used to determine an employee’s compa-ratio.14 The State uses the compa-ratio 
percentage as a standard measurement within agency compensation plans. Currently, the 
Legislature funds new full-time positions at 80% of the policy rate (intended to represent the 
“midpoint market average” pursuant to §67-5309B Idaho Compensation Plan, Idaho Code) which 
is equivalent to 80% compa-ratio (the employee’s hourly rate divided by their pay grade’s policy 
rate). For example, the policy rate is $22.41 in pay grade I, so the new position would be funded 
at $17.93 which equals 80% compa-ratio.  

When salary structure moves are implemented during an annual CEC, the result is intended to 
move the policy rate closer to market rate averages. Most years, DHR has only recommended that 
funding be appropriated for those who fall below the new minimum when a pay structure move is 
implemented. However, DHR’s current recommendation is to fully fund a salary structure move, 
with all employees moving with the salary structure adjustment to ensure that not only the pay 
structure but also employee pay is closer to market averages.  

State Compa-Ratio Averages 

The classified statewide average compa-ratio rebounded back to 88.8%, with a classified average 
hourly pay rate of $24.86. In FY 2020, the average pay rate was static with a lower compa-ratio 
due to freezing the implementation of the approved FY 2021 merit-based CEC while moving 
forward with increasing the pay structure by 3%.  

The following table reflects average classified employee count, pay rate, annual salary, and compa-
ratio over the past five (5) fiscal years: 

Fiscal 
Year 

Classified 
Employee 

Count 
Average 
Pay Rate 

Average 
Annual 
Salary 

Average 
Compa-

Ratio 
2021 12,753 $24.86 $51,708.80 88.8% 
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% 

 
11 “Policy pay rate” is the salary relative to the external labor market (public and private sector) as determined by 
salary surveys of benchmark jobs. See Glossary, Appendix A. 
12 §67-5309B Idaho Compensation Plan, Idaho Code, Appendix H. 
13 Korn Ferry Total Compensation Report, Appendix C. 
14 “Compa-ratio” is the relationship between an employee’s salary and the policy pay rate of the job. See Glossary, 
Appendix A. 
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See Appendix I for classifications with an average compa-ratio of 80% or less (single-incumbent 
classes excluded).15  

Performance Management 

The State of Idaho Compensation Philosophy16 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.  

I-PERFORM is the 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 progress on completion of the set 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 classifications have 
been identified as hard to fill and hard to 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.17  

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. Due to 
significant recruitment and retention challenges, the following five (5) classifications were added 
to payline exception in November 2021: Nurse, Registered Senior; Nurse, Licensed Practical; 
Nursing Assistant, Certified – Senior; Nursing Services Director; and Recreation Assistant.  

 
15 Average Compa-Ratio by Classification, Appendix I. 
16§67-5309A State Employee Compensation Philosophy, Idaho Code (See page 8 of this report where this statute is 
quoted in its entirety). 
17 Payline Exception/Specific Occupational Inequities, Appendix J. 
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FY 2021 Target Position Implementation 

In the FY 2021 Change in Employee Compensation and 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.  

In April 2020, the State forecasted revenue losses up to $700 million.  

In response, 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 
the 2% equity increase for target positions);  

• limiting end-of-year encumbrances; and,  

• limiting purchasing to essential, time-sensitive needs. 

 

By the end of 2020, the State’s revenue and budget projections were continuing to improve, 
restoring confidence in the strength of the State’s revenue forecast amidst continued global 
uncertainty.  

Accordingly, DHR and DFM provided guidance to agencies regarding the FY 2021 
implementation of the 2% equity increase of the 20 targeted positions with pay updates effective 
on January 10, 2021, made retroactively to June 14, 2020, or the date the employee started in the 
class code, whichever is later.  

One thousand three hundred and five (1,305) permanent employees at 49 agencies received the 
equity increase.  
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The following table shows the distribution of these equity adjustments by classification: 

 
 

Classification Title 

Count of Executive Branch 
Employees Who Received 2% 

Equity Increase  

Employee Count 
as of October 

2021 
Pay 

Grade 
Administrative Assistant 1 300 292 H 
Administrative Assistant 2 252 260 I 
Building Superintendent 7 9 J 
Carpenter 9 9 H 
Client Services Technician 24 24 G 
Correctional Case Manager 114 114 K 
Custodian 168 177 E 
Customer Service Representative 1 55 69 G 
Customer Service Representative 2 100 114 H 
IT Information Security Engineer II 13 18 M 
IT Systems & Infrastructure 
Engineer II 12 19 L 

IT Software Engineer I 16 17 K 
IT Software Engineer II 29 31 L 
Maintenance Craftsman 5 5 G 
Nurse, Registered 60 67 L 
Nurse, Registered Manager 36 36 N 
Scientist 3 17 17 M 
Tax Auditor 1 19 21 K 
Tax Auditor 2 29 27 L 
Tax Auditor 3 40 37 M 

 

Based on this 2% equity increase, along with 2% CEC appropriations for both FY 2021 and FY 
2022, these classifications have experienced positive improvement in market position from 2019 
to 2021. The average market position of these 20 classifications increased from 78% to 83%. 

For FY 2023, DHR is not proposing targeted positions for consideration. The CEC 
recommendations should allow agency flexibility to address certain hard to recruit and hard to 
retain positions.  
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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.18 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 $24.86 an hour 
has a total compensation of $35.72 an hour.19   

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”). 

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 2022 
projected state cost of approximately $235 million dollars covering roughly 18,800 employees and 
their 27,700 spouses and dependent children as well as 640 retirees and their 185 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. 

 
18 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. 
19 Sample State Employee Total Compensation Breakdown, Appendix K. 

http://www.sco.idaho.gov/


15 | F Y  2 0 2 3  C E C  R e p o r t  
 

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 that provides 
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 permanently waived for 
enrolled members to encourage members to engage with that platform for non-emergent care. OGI 
received approximately $13 million of federal CARES funding in FY 2021 to offset the medical 
costs directly related to the diagnosis, testing and treatment of COVID-19. 

Overall, the State’s health plan continued to see a marked increase in the number of virtual services 
for medical (primary care physician or specialist) and behavioral health visits during the last plan 
year. Overall plan costs related to the diagnosis and treatment of COVID-19 have, and are 
continuing to have, a financial impact to the plan.  

 

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) plan20 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.  

 
20 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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Funding comes from three sources: contributions from employees, employers, and investment 
income. As of June 30, 2021, there were 835 contributing employers and a total of 170,172 
members. Additional information is illustrated in the following graphic: 
 

 

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

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

Public Employee Retirement System of Idaho 
Average Active Member 

 
 
 
 
 
 
 
 

 
Age: 45.7 

Annual Salary: $49,677 
Years of Service: 9.7 

PERSI Employer Breakdown 
 
Cities and Counties: 204 
Junior Colleges and Public Schools: 186 
State Offices and Departments: 99 
Water and Irrigation Districts: 78 
Fire Districts: 76 
Highway Districts: 61 
Library Districts: 30 
Cemetery: 21 
Sewer: 12 
Other: 68 
 
Total Employers: 835 

 
 

 

73,563 Contributing Active Members 

50,891 Receiving Benefits 

14,539 Vested Terminated Members 

31,179 Non-Vested Terminated Members 

17,133 State Employees 56,430 Non-State Employees 
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At the November 2021 Board meeting, the Chairman and Trustees reviewed and approved the 
annual actuarial valuation of the system for fiscal year 2021 (ended June 30, 2021).  

The fund was valued at $21.8 billion, had an amortization period of 0.4 years, and a funding ratio 
of 99.8%.  

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.21  

During FY 2021, 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.  

PERSI paid out over $921 million in benefits to Idaho retirees in FY 2021. As a result, nearly $77 
million went back into Idaho’s economy each month.  

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.22 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. 

 
21 §59-1322 Employer Contributions–Amounts– Rates –Amortization, Idaho Code, Appendix L. 
22 §67-5309C Annual Surveys, Reports and Recommendations, Idaho Code, Appendix E. 
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In 2021, DHR partnered with Milliman for a fifth 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 2021 Custom Survey reflect, on average, the State’s actual salaries lag the local 
market by 9%.23 The following table reflects the market position, count of public and private sector 
employers, and total participant counts for the past five (5) survey years:  

 

Survey 
Year 

Market 
Position 

Public 
Sector 

Employers 

Private 
Sector 

Employers 
Total 

Participants 
2021 -9% 24 16 40 
2020 -10% 24 15 39 
2019 -11% 31 23 54 
2018 -8% 16 9 25 
2017 -9% 23 9 32 

 

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 in 2021, base salary budgets increased by an average of 2.2% 
(median of 2.3%) among survey participants. Base salaries among the same employers are 
projected to increase by an average of 2.8% (median of 3.0%) in 2022. Across the State’s relevant 
labor market in 2021, salary structures increased by an average of 2.0% (median of 2.0%) among 
all survey participants. Salary structures among the same employers are projected to increase by 
an average of 2.3% (median of 2.2%) in 2022.  

Among public sector participants only, base salary budgets increased by an average of 1.8% 
(median of 2.0%) in 2021. Salary structures increased by an average of 1.6% (median of 1.8%). 
For 2022, public sector participants are projected to increase base pay budgets by an average of 
2.6% (median of 3.0%). Public sector participants projected salary structure increases by an 
average of 2.0% (median of 2.1%). 

Among private sector participants only, base salary budgets increased by an average of 2.9% 
(median of 3.0%) in 2021. Salary structures increased by an average of 2.9% (median of 2.5%). 
For 2022, private sector participants are projected to increase base pay budgets by an average of 
3.0% (median of 3.0%). Private sector participants projected salary structure increases at an 
average of 3.0% (median of 3.0%). 

The chart on the following page summarizes 2021 pay practices and 2022 projections across the 
State’s relevant labor market. 

 
23 Milliman State of Idaho Custom Compensation Survey, Appendix B. 
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Pay Practices 
  

All  
Participants Public Sector Private Sector 

Average Median Average Median Average Median 
Average Percent of Base Pay 
Increase Budget, 2021 2.2% 2.3% 1.8% 2.0% 2.9% 3.0% 

Average Percent of Base Pay 
Increase Budget, 2022 Projected 2.8% 3.0% 2.6% 3.0% 3.0% 3.0% 

Percent Increase to Salary 
Structure, 2021 2.0% 2.0% 1.6% 1.8% 2.9% 2.5% 

Percent Increase to Salary 
Structure, 2022 Projected 2.3% 2.2% 2.0% 2.1% 3.0% 3.0% 

 

More than 150 organizations from both public and private sectors were invited to participate in the 
Custom Survey. Forty (40) organizations participated in this year’s survey. For the second year in 
a row, many organizations stated they were unable to participate due to lack of resources/time 
amid the pandemic. Several organizations added that they wish to remain on the contact list for 
future survey participation.  

Of the 40 participants, 60% were public employers and 40% were private employers.  

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 -8% 

Oregon -7% 

Utah -7% 

Washington -10% 

Wyoming -2% 
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These geographic adjustments are determined for each state based on cost of labor.24 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 $27,900. 

A total of 66 benchmark jobs were included in the Custom Survey representing 3,800 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,25 organizational hierarchy,26 employee representation,27 and cross-
functional representation.28  

Korn Ferry Total Compensation Report  

DHR engaged Korn Ferry (“KF”) to assess the competitiveness of the State’s total compensation 
program. The 2021 KF Total Compensation Report can be found in Appendix C of this report.  

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.29 The 
analysis included both the cost and the value of the total compensation30  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 2021 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 
20% below the market average. The State’s benefits were found to be 16% 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 2021 analysis found that when compared to the public sector, the State’s aggregate base salary 
market position was 8% below the market average and the State’s base salary policy rate was 0.1% 
above the market average. The State’s benefits were found to be 5% below the public sector market 
average. Salaries below market impact the overall value of benefits, resulting in a total 
compensation market position of 7% below the market average.  

 
24 “Cost of labor” refers to the difference in pay or labor market for a job from one location to another. 
25 “Market comparability” refers to jobs that are commonly found in other organizations that are being surveyed. 
26 “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. 
27 “Employee representation” refers to jobs that represent large numbers of employees whenever possible. 
28 “Cross-functional representation” refers to jobs that represent all functions within the organization, from 
management to administrative and support positions. 
29 IDAPA 15.04.01.070.04 (a-c) Compensation of Employees – Relevant Labor Market. 
30 The plan design and different elements provided to the employee. 
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The total compensation market analysis showed the State maintaining ground relative to the market 
contributable to consistent annual salary and structure increases in recent fiscal years, with ground 
gained in comparison to the public sector.  

The State continues to maintain its 12% market lag in comparison to the private sector, while this 
year’s total compensation analysis shows a 5% improvement in comparison to the public sector, 
narrowing the gap to a 7% lag. Subsequent analyses will help determine if the gain is sustainable 
growth or a temporary result of frozen wages within the public sector amid the pandemic.  

The following tables show the State’s market position history based on the last five (5) years31 of 
total compensation analyses conducted by Korn Ferry. The first table compares the State to the 
public sector, with the second table comparing the State to the private sector: 

  

STATE OF IDAHO VS. PUBLIC SECTOR 

Year 
Policy 
Rate 

Policy 
Rate 

Change Salary 
Salary 

Change Benefits 
Benefits 
Change 

Total 
Comp 

Total 
Comp 

Change 
2021 (FY 2023 Report) 0.1% 6.8% -7.6% 4.8% -4.5% 5.7% -6.7% 5.0% 
2019 (FY 2021 Report) -6.7% 0.5% -12.4% 0.5% -10.2% -0.6% -11.7% -1.0% 
2018 (FY 2020 Report) -7.2% 2.7% -12.9% 1.2% -9.6% -1.1% -10.7% 0.2% 
2017 (FY 2019 Report) -9.9% -2.9% -14.1% -0.1% -8.5% 0.5% -10.9% 0.1% 
2016 (FY 2018 Report) -7.0% 0.4% -14.0% -0.3% -9.0% 0.4% -11.0% 0.3% 

  
                  

STATE OF IDAHO VS. PRIVATE SECTOR 

Year 
Policy 
Rate 

Policy 
Rate 

Change Salary 
Salary 

Change Benefits 
Benefits 
Change 

Total 
Comp 

Total 
Comp 

Change 
2021 (FY 2023 Report) -19.7% 1.8% -26.1% 0.1% 16.3% 7.2% -12.2% -0.2% 
2019 (FY 2021 Report) -21.5% 0.1% -26.2% -0.6% 9.1% 1.8% -12.0% 0.4% 
2018 (FY 2020 Report) -21.6% -1.4% -25.6% -1.7% 7.3% -1.5% -12.4% -0.2% 
2017 (FY 2019 Report) -20.2% -0.2% -23.9% 0.1% 8.8% -5.2% -12.2% -4.2% 
2016 (FY 2018 Report) -20.0% -0.2% -24.0% 0.5% 14.0% -0.4% -8.0% 0.4% 

 
31 NOTE: A total compensation analysis was not conducted in 2020.  



22 | F Y  2 0 2 3  C E C  R e p o r t  
 

 

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. This earnings comparison is on a broad level 
and does not control for many factors that can be important in explaining earnings differences, 
such as job skills and responsibilities, work experience, and specialization. In 2020, females in 
Idaho working full-time earned 76% of what their male counterparts did, according to the U.S. 
Bureau of Labor Statistics.32  

The following chart compares the State’s workforce against the national and state average as 
reported in 2020: 
 

 

 
32 U.S. Bureau of Labor Statistics (2021). Women’s Earnings in Idaho – 2020. Retrieved from: 
https://www.bls.gov/regions/west/news-release/womensearnings_idaho.htm. 

82%

76%

89%
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UNITED STATES (2020)

IDAHO (2020)

CURRENT STATE OF IDAHO WORKFORCE

Female's Earnings as a Percentage of Males's

https://www.bls.gov/regions/west/news-release/womensearnings_idaho.htm
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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 October 2021, the State workforce consists of 25,246 employees:33 12,753 classified and 
12,493 non-classified.34  

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 67-5303.35  

The State’s workforce is present in every county in the state.36 

Workforce by Age  

The BLS reported median age of the 2020 U.S. workforce is 42 years old.37 As of October 2021, 
the average age of the State’s total workforce is 45 years old, with 6% aged 15 to 24, 68% aged 
25 to 54, and 27% aged 55 and older.  

The following table shows a breakdown of employee age in 10-year increments:  

Employee Age Range 
Total  

Workforce Percentage of Workforce 
15-24 1,477 5.9% 

25-34 4,749 18.8% 

35-44 6,202 24.6% 

45-54 6,096 24.1% 

55-64 5,189 20.6% 

65+ 1,533 6.1% 

Grand Total 25,246 100% 

 
33 Figures fluctuate throughout the year. 
34 Classified and Non-Classified Agency List, Appendix M. 
35 §67-5303 Application to State Employees, Idaho Code, Appendix N. 
36 Workforce Demographics by County, Appendix O.  
37 U.S. Bureau of Labor Statistics (2021). Median age of the labor force, by sex, race, and ethnicity. Retrieved from: 
https://www.bls.gov/emp/tables/median-age-labor-force.htm.  

https://www.bls.gov/emp/tables/median-age-labor-force.htm
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Workforce by Gender 

The BLS reported that the 2020 U.S. labor force was comprised of 47% female and 53% male 
employees.38 As of October 2021, both the State’s total and classified workforce is comprised of 
51% female and 49% male employees. 

 

Workforce by Race  

The BLS reported that the 2020 U.S. labor force was comprised of 77% White, 13% Black, and 
10% all other groups (including Asian; American Indian and Alaska Native; Native Hawaiian and 
Other Pacific Islanders; and those of multiple racial origin).39 The BLS also reported that 18% of 
the labor force was of Hispanic Origin. 

As of October 2021, the State’s total workforce is comprised of 84% 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). The State’s classified workforce is comprised of 89% 
White (not of Hispanic Origin), 1% American Indian Or Alaskan Native, 8% Hispanic, 2% Asian 
Or Pacific Islanders, and 1% Black (not of Hispanic Origin). 

 

Workforce by Veteran Status  

The BLS reported that 7% of the 2020 civilian labor force was made up of veterans. Of the 7%, 
one (1) in 10 were female.40   

As of October 2021, the State’s total workforce is comprised of 1,281 veterans or 5% of the total 
workforce. Of the 5%, 85% are male and 15% are female. The State’s veteran workforce 
experienced a 2% increase from 5% to 7% from 2019 - 2020, falling back down to 5% presently. 
In FY 2021, veterans accounted for 9% of new hires.  

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, more than 130,000 Idahoans are veterans of the Armed Forces.41 

 
38 U.S. Bureau of Labor Statistics (2021). Median age of the labor force, by sex, race, and ethnicity. Retrieved from: 
https://www.bls.gov/emp/tables/median-age-labor-force.htm.  
39 U.S. Bureau of Labor Statistics (2021). Civilian labor force participation rate by age, sex, race, and ethnicity. 
Retrieved from: https://www.bls.gov/emp/tables/civilian-labor-force-summary.htm.  
40 U.S. Bureau of Labor Statistics (2021). Employment Situation of Veterans Summary. Retrieved from: 
https://www.bls.gov/news.release/vet.nr0.htm#. 
41 Idaho Department of Labor (2021). Veterans Services. Retrieved from: https://labor.idaho.gov/dnn/Job-
Seekers/Veterans-Services. 

https://www.bls.gov/emp/tables/median-age-labor-force.htm
https://www.bls.gov/emp/tables/civilian-labor-force-summary.htm
https://www.bls.gov/news.release/vet.nr0.htm
https://labor.idaho.gov/dnn/Job-Seekers/Veterans-Services
https://labor.idaho.gov/dnn/Job-Seekers/Veterans-Services
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Workforce Turnover  
In FY 2021, the State experienced a 18.9% total turnover rate42 of classified employees: 10.8% 
were voluntary separations,43 4.7% were involuntary separations,44 and 3.3% were retirements.45 
This is a 4% increase in turnover over the prior year. A total of 2,456 classified employees exited 
state employment. Of those employees, 429 retired (including four [4] medical retirements), 1,409 
voluntarily exited, and 618 involuntarily exited (including 55 dismissals). Based on the separation 
codes46 entered by state agencies when processing an employee’s final paperwork into the State 
Controller’s Office (“SCO”) Employee Information System (“EIS”), the top reasons classified 
employees left state employment were: Personal, Retirement, and Transfers to Another Agency.  
As previously noted, the State experienced a 4% increase in turnover from FY 2020 to FY 2021, 
which is the largest increase in year-over-year turnover since the Great Recession in FY 2008. The 
increase is mostly contributable to voluntary turnover, with a 2% increase in personal separations 
and a 1% increase in transfers to another agency.47 Another 1% increase was comprised of 
separations for jobs in the private sector and retirements. The following table shows the State’s 
classified turnover since the Great Recession: 
 

Note: Details in the table may not sum to totals because of rounding. 

 
42 Classified Employees Total Separations by Agency FY 2017-2021, Appendix P. 
43 Classified Employees Voluntary Separations by Agency FY 2017-2021, Appendix Q.  
44 Classified Employees Involuntary Separations by Agency FY 2017-2021, Appendix R. 
45 Classified Retirement Turnover by Agency FY 2017-2021, Appendix S.  
46 Classified Turnover by Separation Code, Appendix T.  
47 The 1% increase in transfers to another agency is contributable to the centralization of 11 separate agencies 
overseeing occupational licensure pursuant to Executive Order No. 2020-10: https://gov.idaho.gov/wp-
content/uploads/sites/74/2020/06/eo-2020-10.pdf. 

STATEWIDE TURNOVER RATES FOR CLASSIFIED EMPLOYEES 

Fiscal 
Year 

Retirement 
Turnover 

Rate 

Voluntary 
Turnover 

Rate 

Involuntary 
Turnover 

Rate 

Total 
Separation 

Count 

Total 
Turnover 

Rate 

Year-
Over-
Year 

Change 

Average 
Employee 

Count 
2021 3.3% 10.8% 4.7% 2,456 18.9% 3.9% 13,004 
2020 3.0% 7.9% 4.1% 1,953 15.0% 0.1% 13,037 
2019 3.2% 7.9% 3.8% 1,929 14.9% -0.2% 12,933 
2018 3.1% 7.8% 4.1% 1,964 15.1% -0.2% 12,998 
2017 3.2% 7.4% 4.6% 1,985 15.3% 1.1% 13,051 
2016 3.0% 7.0% 4.2% 1,845 14.2% -1.2% 12,959 
2015 3.1% 7.4% 4.9% 1,969 15.4% 0.9% 12,819 
2014 3.3% 7.1% 4.1% 1,842 14.5% 0.9% 12,687 
2013 3.2% 6.5% 3.9% 1,717 13.6% 1.8% 12,618 
2012 2.8% 5.6% 3.4% 1,494 11.8% 1.5% 12,624 
2011 2.4% 4.5% 3.4% 1,306 10.3% -0.9% 12,676 
2010 2.3% 4.8% 4.1% 1,451 11.2% 0.5% 12,927 
2009 2.2% 4.7% 3.8% 1,426 10.7% -1.2% 13,231 
2008 2.0% 6.2% 3.7% 1,584 11.9% 4.7% 13,273 

https://gov.idaho.gov/wp-content/uploads/sites/74/2020/06/eo-2020-10.pdf
https://gov.idaho.gov/wp-content/uploads/sites/74/2020/06/eo-2020-10.pdf
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The employee age range with the highest turnover was 25-34, followed by ranges 55-64 and 35-
44. The following table shows classified turnover distribution by age range during FY 2021: 

Classified Employee 
Age Range 

Total 
Separation 

Count 
15-24 207 
25-34 594 
35-44 484 
45-54 433 
55-64 550 
65+ 188 

 

For FY 2021 classified turnover by pay grade, see Appendix U.48  

The following table shows FY 2021 classified turnover by occupational group sorted from highest 
to lowest turnover: 

Occupational Group 

Average 
Employee 

Count 

Total 
Separation 

Count 
Turnover 

Rate 
Nurses 399 111 30% 
Labor Trades and Crafts 1,045 186 29% 
Administrative 2,258 393 23% 
Protective Services 1,893 259 21% 
Health Care - Services 1,172 187 19% 
Para-Professional Subgroup 916 114 18% 
Finance and Accounting 652 90 17% 
Information Technology 538 128 16% 
Professional Services 2,474 303 14% 
Engineering 888 95 13% 
Science/Environmental 590 63 10% 
Management Subgroup 202 24 9% 

 

As of October 2021, the Executive Branch has a vacancy rate of 12%. See Appendix V for a 
complete list of vacancy rates by agency for FY 2021.49 

 
48 Classified Average Pay Rate and Turnover by Pay Grade, Appendix U.  
49 Vacancy Rate by Agency, Appendix V. 
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Retirement Projections 

In FY 2021, 719 state employees retired representing 3% of the State’s total workforce. This is an 
increase of 1% from FY 2020. The retirement projections for the next nine (9) years represent 11% 
of the State’s total workforce, with 3% of the workforce eligible to retire in less than five (5) years 
and 8% eligible to retire in five (5) to nine (9) years.50   

The following pie chart illustrates retirement projects for the State’s total workforce: 
 

 
 

See Appendix X for classified retirement projections by agency.51  

State Recruitment 

The State’s applicant tracking system, NEOGOV, has been live for state recruitment since 
December 2018. 

In FY 2021, the statewide average time to hire was 60 days. During this period, there were 34 
classifications identified as experiencing low performance, meaning that hiring for these positions 
was more challenging resulting in weaker applicant pools than other positions. Low performance 
is determined by a benchmark analysis of peer organizations using average time to hire, number 
of hires and job postings. Peer organizations include public sector employers in Arizona, Colorado, 
Utah, and Wyoming.  

 
50 Total Retirement Forecast by Agency Calendar Years 2021-2051, Appendix W. 
51 Classified Retirement Forecast by Agency Calendar Years 2021-2051, Appendix X. 
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Those low performing classes are listed in the following table with number 1 being the lowest 
performing: 

1 Psychiatric Technician Trainee  18 Biologist, Wildlife Regional 
2 Transportation Technician Apprentice  19 Mechanic 
3 Nurse, Registered  20 Purchasing Agent 
4 Liquor Store Clerk  21 Buyer, Senior 
5 Psychiatric Technician  22 Water Resource Agent 
6 Transportation Technician Senior  23 Human Services Field Program Manager 
7 Nursing Assistant, Certified  24 Probation and Parole Officer, Lead 
8 Program Manager  25 Parole Investigator 
9 Grants/Contracts Operations Analyst  26 Probation and Parole Section Supervisor 

10 Liquor Store Manager  27 Public Health Program Manager 2 
11 Self-Reliance Specialist  28 Engineer, Technical 1 
12 Agriculture Investigator, Senior  29 Fish Hatchery Manager 2 
13 Research Analyst, Principal  30 Fish Hatchery Assistant Manager 
14 Research Analyst, Senior  31 Transportation Technician Principal, Maintenance 
15 Financial Examiner / Investigator 1  32 Medical Assistant, Registered 
16 Tax Automated System Specialist  33 Maintenance and Operations Supervisor 
17 Engineer, Manager 1  34 Traffic Signal Technician 

 

During FY 2021, the State received over 4.2 million job hits on active recruitments (a 56% increase 
from the previous year) and 57,644 applications (a -6% decrease). This statistic indicates that 
people are still looking for employment but may be more selective of the jobs they apply for. With 
higher turnover in FY 2021, lower application rates have contributed to recruitment challenges for 
vacant state jobs.  

Of those applicants, 54% were female, 39% were male, and 7% unknown. Seventy-two percent 
(72%) of applicants were White or Caucasian, 9% Hispanic, 5% two (2) or more races, 3% Asian, 
1% American Indian or Alaskan Native, 1% Black, 1% Native Hawaiian or Other Pacific Islander, 
and 8% unknown.  

Over 3,600 hires were made using NEOGOV in FY 2021 with an offer acceptance rate of 
approximately 84%.52 

 
52 Percentage based on agencies who use job offer function in NEOGOV.  
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Ninety-three percent (93%) of those hired resided in Idaho, 2% in Washington, 1% in California, 
and 1% in Oregon.  

Of those hired during FY 2021, 86% indicated how they first heard about the state job. Of those 
reports, 37% heard about the job from a state employee.  

The following graphic illustrates where new hires first heard about state jobs:  

 

 
 

 

New Hires  

During FY 2021, 6,655 new employees (classified and non-classified) were hired, with an average 
age of 37 (up from 33 in FY 2020). Fifty-two percent (52%) were female and 48% were male. 

Of the new hires, 2,050 employees hired were classified, with an average age of 38. Of the 
classified new hires, 56% were female and 44% were male. Eighty-five percent (85%) were White 
or Caucasian, 10% were Hispanic, 1% were American Indian or Alaskan Native, 3% were Asian 
or Pacific Islanders, and 1% were Black.  
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DHR INITIATIVES 

Human Resources Modernization  

On June 4, 2021, Governor Little directed DHR to create a model of delivering HR services more 
efficiently and effectively within the State. Governor Little’s vision for HR Modernization is for 
HR staff to remain within their agencies and close to the work being performed, while also 
ensuring consistency of HR services to state employees and leadership by reporting to DHR.  

In collaboration with agency Human Resource Officers, DHR is designing a model focusing on 
statewide strategy, policy, and process development; agency talent acquisition, and state employee 
support services. The HR Modernization project is slated to be implemented January 2023, 
alongside the Human Capital Management (“HCM”) implementation (Phase II) of the Luma 
project. 

 

Luma 

In July of 2021, Phase II of the Luma Project began and will incorporate HCM and Payroll 
functions into the statewide system. Phase II is scheduled for implementation in January of 2023. 
Phase I includes Budget, Procurement, and Finance and is scheduled for implementation in July 
of 2022. The system will support DHR’s modernization efforts by providing automation of 
numerous HCM and Payroll transactional functions. HCM includes consolidation of the State’s 
recruitment, development planning, performance management, compensation management, and 
benefits. Providing the system support needed for consistent and efficient administration and 
processing of the State’s workforce data.  

 

Innovation Office 

Although pay is a critical component of managing the State’s workforce, pay is not the only 
motivator that will ultimately attract and retain good talent. With a new generation entering the 
workforce, there are new opportunities to engage the younger generation for innovative practices 
in state government. The worker shortage is not anticipated to change soon, so the State must be 
prepared to innovate how work is done by seeking better use of technology, streamlined work 
practices, and improved use of digital tools. To better prepare for the changing needs of the State’s 
workforce and agency support needs, DHR is recommending the development of an Innovation 
Center within the State Personnel System to support and prioritize agency and program 
improvements. The Innovation Center will support state agencies in identifying strategies that will 
improve government practices, streamline workflows, and determine options for improvements 
that will reduce the need for more positions and look to improve government from an operational 
perspective. The Innovation Center will be a support to state agencies to make improvements in 
operations, processes, technology, and organizational structures that will improve their overall 
performance and maximize capacity and results for state employees.  
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Employee Complaint Line  

The State of Idaho Employee Complaint Line is a critical part of Governor Little’s efforts to protect 
the integrity of the State of Idaho and its employees. This complaint line went live July 1, 2019, 
providing state employees with an additional way to report instances of fraud, waste, abuse, and 
employment discrimination within state government. State employees may submit complaints to 
DHR online, by phone, email, mail, and in-person. Employees may make complaints anonymously 
or otherwise and will not be subject to retaliation.  

During FY 2021, 182 complaints were received. Of those, only two (2) complaints were found to 
be outside of the complaint line parameters. Of the 180 complaints within the complaint line 
parameters, 37% were filed anonymously.  

The following pie chart illustrates complaints by type: 

 

This pie chart illustrates the methods used to file complaints: 

 
* Includes complaints made in-person and by phone calls made directly to DHR staff 
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Health and Safety Initiatives 

COVID-19 Vaccine Incentive Guidance 

On June 14, 2021, Governor Little announced an incentive for state employees to receive the 
COVID-19 vaccine. The incentive included four (4) hours of paid time off for every state employee 
who received a full dose of the COVID-19 vaccine. As of November 12, 2021, over 6,800 
employees have used the incentive. 

Respectful Workplace Training 

All state employees are required to take the Respectful Workplace Training annually. This training 
is intended to set clear standards for employee conduct in state government and provide tools to 
employees and management for how to address violations of respectful workplace. 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. 

Health Matters Employee Wellness Program 

The Health Matters State Employee Wellness Program is administered by DHR. All state 
employees are welcomed and encouraged to participate in Health Matters programming, regardless 
of their enrollment in state-sponsored benefits. The program utilizes designated wellness contacts 
within individual state agencies to help disseminate program information, promote resources and 
opportunities, and build a culture of well-being within their individual agencies.  

The growing demand for accessible employee well-being resources and initiatives is evident by 
the increase in engagement in Health Matters offerings over the past fiscal year. In FY 2021, the 
Health Matters Program Specialist conducted 58 virtual health presentations for approximately 
1,520 employees, exceeding the total number of participating employees in FY 2020 by 102.6%. 
The most requested presentation topics were stress management, burnout prevention, and general 
workplace wellness.  

Participation in flu shot clinics slightly surpassed the previous year’s record number. Between 
September 8 and October 18, 2021, 559 employees received their flu shot at one (1) of 10 clinics 
in the Treasure Valley and one (1) in Lewiston.  

Paid Time to Substitute Teach 

In September of 2021, Governor Little announced he will provide qualified state employees paid 
time off to serve as substitute teachers. One of the leading challenges for Idaho schools to remain 
open and deliver in-person instruction is having an adequate number of substitute teachers and 
other school-based staff. To ensure Idaho kids have ongoing access to in-person learning, 
Governor Little approved the temporary benefit for qualifying state employees to receive paid time 
off to substitute teach in a K-12 Idaho School District.  
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This is a temporary benefit offered to state employees within the Executive Branch to support in-
person learning during the COVID-19 pandemic.  

The paid time off includes up to 16 hours every two (2) weeks, as approved by the employee’s 
agency, to work as a substitute. As of November 12, 2021, 23 state employees have served as a 
substitute teacher in their local school district.  

 

Employee Development 

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 
government. As of October 2021, 677 employees have graduated from the program and hold the 
CPM® credential. The 2021-2023 CPM® program was open for enrollment in June of 2021.  

The new cohort has 94 participants from state, city, and county entities. This cohort started virtual 
classes in October of 2021. Their anticipated graduation date is May 2023. The CPM program 
offers opportunities for state employees to develop the skills and experience necessary to prepare 
for supervisory or management experience in state government. The Idaho CPM® program 
continues to provide ongoing professional development opportunities through alumni activities. 
Each year the Idaho CPM® program holds an annual conference. Alumni activities continue to 
grow as several of Idaho Alumni have joined the American Academy of Certified Public 
Managers® and serve on the Board of Directors for this national professional association. 

Supervisory Academy Program 

DHR offers a three-day Supervisory Academy (“SA”) for all state agency employees. SA provides 
education and information in seven areas of supervision: 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 1,978 state employees. Through 
this program, DHR has offered a total of over 47,000 hours of professional development. 

In FY 2021, DHR continued to offer a series of micro-modules, which are one-hour, targeted 
courses focusing on critical supervisory skills. DHR offers monthly sessions on Setting 
Expectations, Coaching, Providing Feedback, Motivation, Documentation, Progressive Discipline, 
Performance Evaluations, Communication for Remote Teams, Accountability for Remote Teams, 
Emotional Intelligence for Remote Teams, and a Remote Team Best Practice Discussion Forum.  
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DHR Training and Related Services 

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 2021, some 
forum topics included updates on Mental Health Awareness, The Extent of Governmental Power, 
Culture and Values, Workplace Topics Pre- and Post-COVID, the DHR Employee Complaint 
Line, Recruitment Strategies, OGI, Luma, and other relevant statewide updates. 

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®, Verbal Intervention®, Supervisory Academy, 
Calibrations for performance evaluations, I-PERFORM, specialty HR related matters, NEOGOV, 
and board training.  

Cybersecurity Training 

During the 2017 Legislative session, DHR received funding for an online cybersecurity 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.  

In February of 2021, DHR deployed the third annual training campaign to more than 19,000 state 
employees focusing on security awareness topics such as setting safe passwords, environmental 
awareness, and social engineering.53  

Monthly statewide phishing tests were deployed beginning February 2020 and continue to be sent. 
These phishing emails act as an additional measure to help all employees practice protecting and 
defending the State’s network from potential threats. To continue increasing employee awareness 
around current cyber threats, an additional training module was deployed in October along with 
the State of Idaho’s Cybersecurity Awareness month.  

Recruitment and Retention 

Telework and Flexibility  

In today’s job market, employees have grown to expect flexibility in the workplace. Depending on 
the job, telecommuting is one flex option the State offers employees. DHR has updated the 
statewide telecommuting policy, allowing employees to complete their daily work at home, in 
accordance with applicable laws and policies. DHR offers an online training module for 
teleworkers and their supervisors.  

 
53 “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. 

http://www.oxfordlearnersdictionaries.com/
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This training focuses on outlining work expectations, setting up regular communication events, 
and other tips on how to support and manage successful teleworking. 

In March of 2021, DHR surveyed state agencies, to obtain feedback on agency employees 
telecommuting based on fulltime, hybrid (teleworking and working in the office) and fulltime in 
the office workers. The results reflected fulltime teleworkers at 24%, hybrid workers at 23% and 
fulltime in the office workers at 53%. 

In October of  2021, DHR conducted a follow-up survey to identify the number of state employees 
teleworking in the same categories. The results reflected fulltime teleworkers at 5%, hybrid 
workers at 25% and workers in the office fulltime at 70%. Compared to March of 2021, fulltime 
teleworkers decreased 19%, hybrid workers increased 2%, and fulltime in the office workers 
increased 17%. In a time of difficult recruitment and retention challenges, telework and flexibility 
work schedules make it possible for working parents to return to the workforce, individuals living 
in rural areas to have more job opportunities in state government, and agencies to recruit outside 
of urban areas where housing prices and cost of living are becoming less affordable.  

Employee Engagement 

To support state leadership in making informed strategic decisions about state employment 
opportunities, increasing retention, and improving overall employee performance, DHR will be 
proposing to the 2022 Legislature the need to administer employee engagement surveys. 
Engagement surveys would assist the State in assessing current employee engagement experiences 
and provide the opportunity to remedy major concerns when they are identified. Currently, DHR 
does not have a platform in place to easily conduct engagement surveys. When an employee leaves 
state employment, an exit evaluation may be conducted or if an employee has filed a formal 
complaint, DHR may become aware of employment concerns. These efforts are after the fact. 
DHR will be requesting a line item for FY 2023 for ongoing funding to procure an effective 
employee engagement platform which will allow the engagement of state employees to happen 
frequently. This will provide DHR and agency leaders the opportunity to mitigate issues early and 
strategize improvements to the State Personnel System.  

Recruitment and Retention Bonuses 

In the past year, state agencies have experienced unprecedented difficulty in recruiting and 
retaining critical state positions. With the State’s 19% turnover rate, it has been necessary for state 
agencies to provide recruitment and retention bonuses for employees in critical positions. 
Recruitment bonuses provide an additional incentive to prospective employees to accept state 
employment. These bonuses require a signed agreement of the new employee to remain employed 
with the State for a designated period or the bonus must be repaid. Recruitment bonuses are 
currently offered to Child Welfare/ Social Workers; Psychiatric Technicians; Registered Nurses 
(“RNs”); Correctional Officers (“COs”); Licensed Practical Nurses (“LPNs”); Rehabilitation 
Technicians; Utilities Analysts (Engineers); Auditors; Maintenance Craftsman; Cooks, Senior; 
Inspector 2; and Temporary Harvest Inspectors. Based on the agency, retention bonuses were 
provided to employees remaining in critical positions.  
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These positions include COs, Certified Nursing Assistants (“CNAs”), RNs, and LPNs. These 
bonuses are also subject to pay back if the employee leaves state employment before the agreed 
upon period. 

In addition to pay initiatives, DHR is examining ways to reduce the time to hire and simplify the 
application process for critical, hard to fill classifications. The current hiring time averages 60 
days. DHR is committed to cutting that time in half while still providing qualified applicants to 
hiring managers for consideration.  

Pay Equity Adjustments 

Pay equity adjustments have been approved for existing state employees in hard to fill, hard to 
retain positions. This is a result of the employee not being paid equitably for their work when 
compared to job market demands. In some situations, certain classifications had to be added to 
payline exception to pay the employees a wage competitive with local job markets. 

In these instances, the market rate was over the maximum of the position’s current pay grade. The 
five (5) classifications recently added to payline exception are RN, Senior; LPN; CNA, Senior; 
Nursing Services Director; and Recreation Assistant.  

Classification and Compensation Study 

In the 2022 legislative session, DHR will be proposing a Classification and Compensation Study 
be conducted for the State’s Personnel System. The State’s classification and compensation 
structure is a critical component of recruitment and retention efforts. This year, DHR has placed 
five (5) additional classifications on payline exception and increased the pay grade of four (4) 
others54 already on payline exception as the current pay grades do not appropriately compensate 
these positions.55  Based on the recent shifts in the job market, this is an appropriate time to review 
the classification and compensation structure to ensure state jobs are being classified and paid 
appropriately. 

The scope of the study would include review and revision of the State’s classification descriptions, 
minimum qualifications, and exams used for recruitment; review job evaluation methodology used 
to determine appropriate pay grades and pay schedules; and require recommendations for pay 
structure changes and anticipated impacts. The recommendations for job evaluation methodology 
and pay structure changes would be presented to the Legislature for consideration and approval. 
To complete this compensation and classification study, DHR will be requesting a FY 2022 
supplemental supporting the development of an RFP and the selection of a highly competent 
contractor. 

  

 
54 Dietary Aide, Sr.; Certified Nursing Assistant; Pharmacy Services Specialist; Physical Occupational Therapy Aide.  
55 Payline Exception/Specific Occupational Inequities, Appendix J. 
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DHR RECOMMENDATIONS FOR FY 2023 

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: 

1) Fund a 5% total CEC for permanent positions with the following components:  

a. Salary Structure Adjustment: Increase the salary structure by 2% and fully fund 
all employee movement to continue moving toward the market average. The 
estimated fiscal impact of this 2% across-the-board change for all employees is 
$14,402,524 in the General Fund (“GF”) and $15,926,106 in other funds, for a total 
of $30,328,630.56 

b. Merit Increase Component: Increase the merit-based salary component by at least 
3% administered in accordance with the State’s merit-based pay system. The 
approximate cost of a 3% increase to the GF is $21,603,786, and $23,889,159 in 
other funds, for a total of $45,492,945.56  

 

2) 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 $1,229,836. All salaries related to the classifications on payline exception are 
covered in agency budgets. No additional appropriation is necessary. See Appendix J. 

 

3) 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. 

 

 
 

 

 
56 Estimated costs do not reflect variable benefits. Costs are calculated from data retrieved from Luma and may cause 
some variances due to how the new system runs calculations. The data was pulled from the statewide request in Luma, 
and a multiplier was applied for the percentages.  
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AGENCY SALARY SAVINGS INFORMATION 

Salary savings is generated when an agency’s personnel expenditures are less than their Personnel 
Cost (PC) appropriation for any given fiscal year. This can occur for several reasons, with the most 
common cause being turnover. One-time savings is generated during the time it takes to refill a 
position following a separation. During FY 2021, the average time to hire was 60 days. For 
example, if takes 60 days to hire for a $20.00 an hour position, approximately $6,400 is saved in 
one-time savings. Ongoing salary savings is generated when a position is filled at a lower salary. 
For example, if an employee retires earning $40.00 an hour and their successor is hired at $30.00 
an hour, the agency has generated $10.00 an hour in ongoing salary savings. (The reverse also can 
occur with the new hire starting at a higher salary due to the market causing severe recruitment 
challenges.) Other situations causing salary savings may include the agency being appropriated 
more PC than its projected costs, or an agency may decide not to fill a vacancy.  

The use of salary savings is a helpful tool for most agencies to conduct business without needing 
to continually request line-item supplemental funding from the Legislature throughout any given 
year. Agencies commonly use savings to: 

• Fund new or unexpected personnel expenditures, such as temporary or permanent pay 
increases, bonuses, paid overtime, and leave balance payouts (Idaho does not regularly 
budget for paid overtime and leave balance payouts); 

• Address internal equity/compression issues; 

• Address external equity issues caused by market salary deficits (including payline 
exception assignments); 

• Early implement CEC; 

• Transfer to operating, capital outlay, or trustee and benefit payments, as needed; and 

• Revert back to appropriated fund. 

Since salary savings is primarily connected to turnover and personnel appropriation, agencies may 
vary greatly in their ability to generate savings from one year to the next. While turnover can 
generate salary savings, it can also cause the agency to incur unplanned expenditures with leave 
balance payouts, double fills (when determined necessary), and recruitment costs. Not all agencies 
are equal in their ability to generate salary savings. During FY 2021, the average vacancy rate of 
agencies within the executive branch varied from 0% to 20%. The average time to fill a vacancy 
also varies by agency. For example, Public Health District 6 (Southeastern) averaged 23 days, 
while Fish & Game averaged 79 days.57 

 
57 Average Time in Days to Hire by Agency, Appendix Y. 
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Senate Bill 1051 – Amended Section 67-5309C 

During the 2021 Legislative Session, the passage of Senate Bill 1051 amended section 67-
5309C(2), Idaho Code to include:  

“The (CEC) report must include the total amount of salary savings realized in the previous budget 
year and must include information regarding the dispensation of such funds, including but not 
limited to the amount that was reverted back, any funds used for ongoing employee raises, funds 
used for onetime employee stipends, and funds expended for any other purposes.” 

During 2021 committee meetings addressing Senate Bill 1051, DHR and SCO shared concerns 
with the Legislature about the current statewide system not being equipped to pull the correct data 
to accurately calculate salary savings. SCO has explored this topic for several years and given the 
limitations associated with the budgeting/appropriation methodologies and archaic system, it is 
just not possible. The administrative burden put on agencies to obtain the salary savings data would 
be significant.  

In 2014, the Joint Legislative Oversight Committee asked the Office of Performance Evaluations 
(“OPE”) to measure the extent to which agencies use salary savings as a compensation tool.58 OPE 
was further asked to describe the benefits and potential negative effects of using salary savings 
and to provide policy considerations for the Legislature. 

OPE noted in Evaluation Report 15-01, that “In concept, salary savings is simple. However, 
calculating salary savings for managerial and policy decisions is complicated. Neither the 
statewide accounting system nor the statewide payroll system capture key data points necessary to 
precisely calculate salary savings.”   

OPE conducted a longitudinal study analyzing a decade’s worth of data from the state system to 
provide the most consistent estimate of salary savings, while noting the state system “reports do 
not reliably differentiate between salary savings realized from a one-time event (e.g., savings 
generated for the time a funded position is vacant) or ongoing salary savings (e.g., an agency’s 
personnel appropriation for one of its programs is higher than the projected personnel costs). These 
key pieces of information are necessary to properly manage and use salary savings.” 

OPE did not gather data directly from each agency, noting that the data collection would have 
taken longer than the time allotted for the release of their report.  

Following the passage of Senate Bill 1051, DHR developed a survey of 47 questions using Google 
forms to collect the necessary information from agencies to comply with amended Code. The 
questions were developed using the amended statute language.  

 
58 Office of Performance Evaluations Idaho Legislature. (2015, January). Use of Salary Savings to fund Employee 
Compensation. https://legislature.idaho.gov/wp-content/uploads/OPE/Reports/r1501.pdf. 

https://legislature.idaho.gov/wp-content/uploads/OPE/Reports/r1501.pdf
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This salary savings report may not represent the legislative intent because it does not include 
unplanned PC expenditures. For example, if an agency issues a few employees temporary bonuses 
to address additional responsibilities they have absorbed while a budgeted position is vacant, these 
one-time bonuses will be reflected in PC expenditures. In other words, expenditures will include 
both planned (not salary savings) and unplanned (salary savings) one-time and ongoing increases.  

Another example includes early implementation of CEC. If an agency has salary savings, they may 
choose to early implement CEC. This PC expenditure will reduce the amount of reported salary 
savings and be included in PC expenditures. 

The amount of salary savings is equal to the total amount of reverted PC. Also, PC reverted back 
does not necessarily mean available cash that can be spent. For example, reverted federal and 
dedicated funds are restrictive. And the amount of PC reverted to the General Fund is not broken 
down by one-time or ongoing.  

All executive branch agencies were included in this data collection except for the Public Health 
Districts. (Effective March 1, 2022, Public Health Districts will no longer be treated as state 
agencies.)  

Of the $1,463,305,005 of PC appropriated, executive agencies spent 0.8% on (planned and 
unplanned) ongoing employee raises59 and 0.4% on (planned and unplanned) one-time employee 
stipends.60 Total PC Expenditures accounted for 90.6% of the PC appropriated for FY 2021. Total 
PC transferred to other objects accounted for 2.6% of the PC appropriation. Of this 2.6%, 1.3% 
was transferred to Operating Expenditures (“OE”), 1.1% to Capital Outlay (“CO”), and 0.2% to 
Trustee/Benefit Payments.  

Examples of how the 1.3% transferred to OE was used include: extraordinary expenses related to 
the covid pandemic (PPE, cleaning supplies, temporary labor to fill staffing shortages, and 
increased utility costs; computer life-cycle replacements; absorption of the ITS increase above 
what was appropriated; increase in office leases; replace OE reverted due to 5% holdback; office 
remodels; and enhancements to safety and security systems.  

Examples of how the 1.1% transferred to CO was used include: computer equipment; expenses 
related to office remodel; road and other construction projects; replacement vehicles; broadcast 
equipment; and laboratory equipment. 

Examples of how the 0.2% transferred to Trustee/Benefit Payments was used include: new pilot 
program for residential therapeutic care; and payment of forensic laboratory accreditation.  

Of the $1,463,305,005 of PC appropriated, executive agencies reverted 6.8%, with 1.2% of this 
identified as ongoing salary savings and 5.6% as one-time only salary savings.  

 
59 Ongoing employee raises include merit, equity, and payline move pay adjustments.  
60 One-time employee stipends include bonuses, temporary merits, etc. 
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Examples of why the PC was reverted include: vacancies/turnover (including increased challenges 
in hiring and retaining employees); 5% holdback; hiring freeze; frozen CEC; and funds kept in 
reserve (also known as “cushion” needed) in the event of considerable vacation/overtime payouts 
and underfill completions.  

The following table summarizes data collected from executive branch agencies and participating 
Elected Officials:  

  

Executive Agencies 
Executive Agencies + 
Participating Elected 
Officials61 

PC Appropriation $1,447,599,305   $1,463,305,005   

Amount spent on one-time bonuses (planned 
and unplanned bonuses included in total PC 
expenditures) 

$4,992,578 0.3% $5,620,247 0.4% 

Amount spent on ongoing increases (planned 
and unplanned ongoing increases included in 
total PC expenditures) 

$11,575,491 0.8% $11,595,712 0.8% 

Total PC spent (includes planned and 
unplanned PC expenditures) $1,313,560,816 90.7% $1,326,111,801 91.6% 

Difference   $134,038,489 9.3% $137,193,204 9.5% 

PC Transferred  $37,410,921 2.6% $37,514,296 2.6% 

PC Reverted  $96,616,391 6.7% $99,667,731 6.9% 

Amount reverted identified as one-time only 
salary savings      $78,510,659 5.4% $81,406,359 5.6% 

Amount reverted identified as ongoing salary 
savings      $18,105,594 1.3% $18,105,594 1.2% 

  

This reporting method did cause a significant administrative burden for agencies based on the 
considerable time it takes to compile the information. Because agencies use different tools to track 
this information (from excel spreadsheets to agency-specific information management systems), 
the administrative burden was not equitable across all agencies. Hopefully, the new ERP system, 
Luma will be able to overcome previous system limitations. Until then, DHR will continue to 
collect this information directly from agencies to comply with the amended statute. 

  

 
61 Participating Elected Officials include Office of the Governor, Office of the Lieutenant Governor, and the 
Superintendent of Public Instruction.  
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Appendix A – Glossary 

Compa-ratio: The relationship between an employee’s salary and the policy pay rate (market) of 
the job. For example:  If an employee in pay grade K earns $21.22 per hour, and the policy pay 
rate (market) for pay grade K is $24.65, the compa-ratio is 86% (hourly rate divided by policy rate 
equals compa-ratio). 

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

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

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

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

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

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

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

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

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

Salary Structure: A chart listing the 19 pay grades and associated pay ranges (See Appendix 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 B – Milliman State of Idaho Custom Compensation Survey  
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Appendix C – Korn Ferry Total Compensation Report 
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Appendix D – Five Year Synopsis of State CEC Increases FY 2018-2022 
FISCAL 
YEAR 

DHR  
RECOMMENDATION 

EXECUTIVE BUDGET 
RECOMMENDATION 

LEGISLATIVE  
ACTION 

FY 22 DHR recommends increasing the 
current salary structure by at least 
2% for FY22, continuation of job 
classifications on pay line 
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 2% upwards shift of 
the compensation schedule, 
continuation of jobs on pay line 
exception, and maintenance of the 
current appropriated amount for 
health insurance per eligible full-
time FTP. The Legislature’s Joint 
CEC Committee recommended the 
Governor’s recommendation. 

The Legislature authorized and 
funded a 2% merit increase for all 
permanent employees A 2% 
upwards shift of the compensation 
schedule, and continuation of jobs 
on pay line exception was 
approved. Maintain current 
appropriated amount for health 
insurance per eligible full-time 
FTP, and a one-year holiday for 
employers that contribute to the 
PERSI-managed sick leave plan.  

FY 21 DHR recommends increasing the 
current salary structure by at least 
3% for FY21, continuation of job 
classifications on pay line 
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 compensation schedule, 
continuation of jobs on pay line 
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. A 3% 
upwards shift of the compensation 
schedule, and continuation of jobs 
on pay line 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 pay line 
exception. Budget at least a 3% 
merit-based salary increase. State 
to maintain funding for the 
employer cost of group insurance 
and retirement benefits. 

The Governor recommended a 3% 
merit increase for permanent state 
employees, a 2% upwards shift of 
the compensation schedule, 
continuation of jobs on pay line 
exception, 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 compensation 
schedule, and continuation of jobs 
on pay line exception was 
approved and maintain the benefit 
funding at its current level.  
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Appendix D – Five Year Synopsis of State CEC Increases FY 2018-2022 (continued) 
 
FISCAL 
YEAR 

DHR  
RECOMMENDATION 

EXECUTIVE BUDGET 
RECOMMENDATION 

LEGISLATIVE  
ACTION 

FY 19 DHR recommends increasing the 
current salary structure by at least 
3% for FY19 (estimated cost of 
$260k), continuation of job 
classifications on pay line 
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 compensation schedule, 
maintain benefits package and a 
two-month premium holiday. The 
Legislature’s Joint CEC 
Committee recommended the 
Governor’s recommendation, 
including the benefits package, but 
there would be no two-month 
premium holiday.  

The Legislature authorized and 
funded a 3% merit increase for 
permanent employees to be 
distributed at the discretion of 
agency heads. A 3% upwards 
shift of the compensation 
schedule was approved. 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 pay line 
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 maintain 
funding for the employer cost of 
group insurance and retirement 
benefits. 

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

The Legislature authorized and 
funded a 3% merit increase for 
permanent employees to be 
distributed at the discretion of 
agency heads. A 3% upwards 
shift of the compensation 
schedule was approved. Judges’ 
salary increased by 4.8%. 
Funding of the increased cost of 
health insurance premiums was 
approved.  
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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 report must 
include the total amount of salary savings realized in the previous 
budget year and must include information regarding the dispensation 
of such funds, including but not limited to the amount that was 
reverted back, any funds used for ongoing employee raises, funds used 
for onetime employee stipends, and funds expended for any other 
purposes. The recommendations 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 
systemwide 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 recommendations 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 
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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; am. 2021, ch. 271, sec. 1, p. 
821.] 
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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. 

(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 

https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53/SECT67-5303
https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH16/SECT59-1605
https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH16/SECT59-1606
https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53/SECT67-5302
https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH13
https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH13
https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53
https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53
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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 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 

https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53/SECT67-5309D
https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH35/SECT67-3519
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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.] 
 

 

 

 

  

https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53/SECT67-5309D
https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53/SECT67-5337
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Appendix G – FY 2022 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. 

https://legislature.idaho.gov/statutesrules/idstat/Title67/T67CH53/SECT67-5309A
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(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.] 
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Appendix I – 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 

POLICY 
RATE 

AVERAGE 
COMPA-
RATIO 

AVERAGE 
YEARS OF 
SERVICE 

Retirement Specialist                          7 $18.85 $25.27 75% 8.4 
Rehabilitation Tech Trainee, DJC                  10 $14.50 $19.19 76% 0.3 
Tax Auditor 1                            21 $21.55 $28.29 76% 3.0 
Parole Investigator                      19 $24.40 $31.95 76% 14.4 
Tax Compliance Officer 1                         30 $19.42 $25.27 77% 6.1 
Workforce Dev Programs Specialist                5 $24.55 $31.95 77% 12.3 
Lands Resource Specialist                     22 $21.75 $28.29 77% 5.0 
Transcript Evaluator, Senior                 13 $17.34 $22.41 77% 8.5 
Analyst 2                                6 $24.74 $31.95 77% 10.1 
Maintenance Specialist, Parking-BSU                 2 $12.91 $16.67 77% 11.9 
Tax Auditor 2                            27 $24.77 $31.95 78% 4.9 
UI Tax Representative                    9 $21.94 $28.29 78% 7.0 
Wildlife Technician, Senior                  16 $19.65 $25.27 78% 5.2 
Security Officer                         4 $11.42 $14.67 78% 1.4 
Remote Sensing Analyst, Technical 2 $28.24 $36.11 78% 1.8 
Psychiatric Technician Trainee                   18 $15.03 $19.19 78% 2.4 
Re-Entry Specialist                      5 $22.21 $28.29 79% 10.0 
Agriculture Trade Specialist                 4 $25.14 $31.95 79% 2.2 
Religious Activities Coordinator                     3 $25.21 $31.95 79% 1.2 
Psychiatric Technician                         120 $17.69 $22.41 79% 6.4 
Rehabilitation Supervisor, DJC 9 $22.35 $28.29 79% 13.9 
Rehabilitation Technician, DJC                          94 $17.71 $22.41 79% 5.0 
Labor Compliance Officer                   3 $22.36 $28.29 79% 18.2 
UI Claims Adjudicator                    35 $22.38 $28.29 79% 9.0 
Microbiologist                           2 $20.00 $25.27 79% 2.9 
Tax Automated System Specialist                10 $25.31 $31.95 79% 11.0 
P&R Ranger                               46 $20.05 $25.27 79% 6.3 
Psychosocial Rehab Specialist                  48 $22.47 $28.29 79% 5.6 
Health Education Specialist                   22 $22.49 $28.29 80% 4.2 
Conservation Officer                     10 $20.13 $25.27 80% 2.2 
Analyst 3                                121 $28.78 $36.11 80% 8.8 
Transcript Evaluator, Chief                7 $20.15 $25.27 80% 13.0 
Probation & Parole Officer, Senior                      196 $22.57 $28.29 80% 7.1 
Psychiatric Treatment Coordinator                13 $20.20 $25.27 80% 12.0 
Seed Analyst                             5 $17.92 $22.41 80% 6.3 
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Appendix I – Average Compa-Ratio by Classification (continued) 
 

CLASS CODE TITLE 
EMPLOYEE 

COUNT 
AVERAGE 
PAY RATE 

POLICY 
RATE 

AVERAGE 
COMPA-
RATIO 

AVERAGE 
YEARS OF 
SERVICE 

Child Welfare Social Worker 1            25 $22.63 $28.29 80% 0.8 
Tax Compliance Officer 2                         18 $22.64 $28.29 80% 11.4 
UI Area Supervisor                       3 $28.90 $36.11 80% 11.7 
Taxpayer Services Representative                        8 $17.95 $22.41 80% 5.4 
P&R Manager, Assistant                    7 $22.66 $28.29 80% 8.7 
Rehab Specialist, DJC                          22 $25.61 $31.95 80% 16.2 
Medicaid Program Policy Analyst             8 $28.95 $36.11 80% 6.9 
Dental Assistant 2                            6 $15.39 $19.19 80% 5.5 
Psychiatric Technician, Senior           22 $20.28 $25.27 80% 5.9 
Food Service Operations Manager                  5 $25.67 $31.95 80% 2.5 
PTV Digital Broadcast Systems Operator 5 $18.01 $22.41 80% 10.3 
Chemist                                  4 $20.34 $25.27 80% 4.6 
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Appendix J – 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." 

 

Classification Title 

Classified 
Employee 

Count 
Pay 

Grade 
Temporary 
Pay Grade 

Employees 
Over  

Pay Grade 
Max 

Salaries 
Over  

Pay Grade 
Max 

Clinical Specialist 22 M P 18 $195,670 
Dietary Aide, Senior 28 E G 4 $10,608 
Electrician 16 I J 2 $5,075 
Electrician, Traffic Signal 9 I J 8 $44,512 
HVAC Specialist 24 I J 0 $0 
Instructor 31 K L 0 $0 
ISP Forensic Scientist 2 17 K L 3 $10,213 
Locksmith 5 G H 0 $0 
Nurse, Licensed Practical 82 I J 0 $0 
Nurse, Registered Senior 101 M N 0 $0 
Nursing Assistant, Certified 68 F H 11 $43,160 
Nursing Assistant, Certified - Senior 6 G I 0 $0 
Nursing Services Director 3 O P 0 $0 
Pharmacist, Clinical 5 O Q 3 $30,763 
Pharmacy Services Specialist 2 M Q 2 $60,549 
Pharmacy Services Supervisor 3 P R 3 $24,248 
Physical Occupational Therapy Aide 9 F H 6 $26,146 
Physician, Epidemiologist - State 1 Q V 1 $81,713 
Physician, Medical Clinic - Institution 3 Q V 3 $220,314 
Physician, Psychiatric Specialty 3 Q V 3 $306,494 
Physician, Public Health 2 P V 2 $145,866 
Plumber 4 I J 0 $0 
Psychologist 1 M O 1 $5,366 
Psychologist, Chief of 2 O P 1 $666 
Recreation Assistant 7 G H 0 $0 
Therapist 4 L M 1 $7,051 
Therapist, Early Intervention 13 L M 4 $11,423 

GRAND TOTAL 471     76 $1,229,836 
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Appendix K – Sample State Employee Total Compensation Breakdown 

The diagram below illustrates the components of an employee’s total compensation and the related 
state paid costs. The benefits costs, equaling $10.86 per hour, are based on the average classified 
employee’s wage of $24.86 an hour.  
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Appendix L – §59-1322 Employer Contributions-Amounts-Rates-Amortization, Idaho 

Code 
TITLE 59 

PUBLIC OFFICERS IN GENERAL 
CHAPTER 13 

PUBLIC EMPLOYEE RETIREMENT SYSTEM 
 

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

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

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

(4)  Each of the following terms used in this subsection and in 
subsection (5) of this section shall have the following meanings: 
(a)  "Valuation" means the most recent actuarial valuation. 
(b)  "Valuation date" means the date of such valuation. 
(c)  "Effective date" means the date the rates of contributions based on 
the valuation become effective pursuant to subsection (1) of this 
section. 
(d)  "End date" means the date thirty (30) years after the valuation 
date until July 1, 1993. On and after July 1, 1993, "end date" means 
twenty-five (25) years after the valuation date. 
(e)  "Unfunded actuarial liability" means the excess of the actuarial 
present value of (i) over the sum of the actuarial present values of 
(ii), (iii), (iv) and (v) as follows, all determined by the valuation 
as of the valuation date: 
(i)   all future benefits payable to all members and contingent 
annuitants; 
(ii)  the assets then held by the funding agent for the payment of 
benefits under this chapter; 
(iii) the future normal costs payable in respect of all then active 
members; 
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(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.] 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH13/SECT59-1331
https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH13/SECT59-1331
https://legislature.idaho.gov/statutesrules/idstat/Title59/T59CH13/SECT59-1334
https://legislature.idaho.gov/statutesrules/idstat/Title33/T33CH1/SECT33-107A
https://legislature.idaho.gov/statutesrules/idstat/Title33/T33CH1/SECT33-107B
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Appendix M – Classified and Non-Classified Agency List 

AGENCIES WITH ONE OR MORE CLASSIFIED EMPLOYEES 
   

• Administration, Department of* 

• Aging, Commission on* 

• Agriculture, Department of*  

• Blind & Visually Impaired 

Commission*  

• Boise State University* 

• Brand Inspector, State* 

• Career & Technical Education, 

Division of* 

• Commerce, Department of* 

• Correction, Department of* 

• Education Board* 

• Endowment Fund Investment 

Board* 

• Environmental Quality, 

Department of* 

• Finance, Department of* 

• Fish & Game, Department of* 

• Health & Welfare, Department 

of*  

• Health District 1 (Panhandle)** 

• Health District 2 (North 

Central)** 

• Health District 3 (Southwest)** 

• Health District 4 (Central)** 

• Health District 5 (South 

Central)** 

• Health District 6 (Southeast)** 

• Health District 7 (Eastern)** 

• Hispanic Affairs, Idaho 

Commission on* 

• Historical Society, Idaho State* 

• Human Resources, Division of* 

• Idaho State University*  

• Independent Living Council* 

• Industrial Commission* 

• Information Technology 

Services, Office of* 

• Insurance, Department of* 

• Juvenile Corrections, 

Department of* 

• Labor, Department of* 

• Lands, Department of* 

• Lava Hot Springs Foundation* 

• Lewis - Clark State College* 

• Libraries, Idaho Commission 

for* 

• Liquor Division, Idaho State* 

• Lottery Commission, Idaho 

State* 

• Occupational & Professional 

Licenses, Division of* 

• Pardons & Parole, Commission 

of*  

• Parks & Recreation, Department 

of* 

• Police, Idaho State* 

• Public Charter School 

Commission*  

• Public Defense Commission*   

• Public Employee Retirement 

System of Idaho*  

• Public Television, Idaho* 

• Public Utilities Commission* 

• Racing Commission*  

• Soil & Water Conservation 

Commission* 

• Tax Appeals Board* 

• Tax Commission* 

• Transportation, Department of* 

• Veterans Services, Division of* 

• Vocational Rehabilitation, 

Division of* 

• Water Resources, Department 

of*  

• Workforce Development 

Council* 

 

*Executive Branch Agencies 

** Effective March 1, 2022, Public Health Districts are no longer treated as state agencies 
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AGENCIES WITH ONLY NON-CLASSIFIED EMPLOYEES 
   

• Arts, Commission on the* 

• Attorney General, Office of the 

• Controller, Office of the State 

• Code Commission 

• Correctional Industries* 

• Drug Policy, Office of* 

• Energy & Minerals Resources, 

Office of* 

• Governor, Office of the 

• Financial Management, Division 

of* 

• House of Representatives 

• Judicial Branch 

• Legislative Services Office 

• Lieutenant Governor, Office of 

• Military Division* 

• Performance Evaluations, Office 

of 

• Secretary of State, Office of 

• Senate  

• Species Conservation, Office 

of* 

• State Appellate Public 

Defender* 

• State Insurance Fund 

• STEM Action Center* 

• Superintendent of Public 

Instruction 

• Treasurer, Office of the State 

• University of Idaho* 

 

Total Number of State Agencies = 80  

Includes: 

Classified = 56 

Non-Classified = 24 

*Executive Branch Agencies 
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Appendix N – §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, 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 
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"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. 

(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. 

https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH12
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH12
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH28
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH29
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH31
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH33
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH35
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH36
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH36
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH37
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH37
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH38
https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH38
https://legislature.idaho.gov/statutesrules/idstat/Title25/T25CH1
https://legislature.idaho.gov/statutesrules/idstat/Title25/T25CH11
https://legislature.idaho.gov/statutesrules/idstat/Title25/T25CH29
https://legislature.idaho.gov/statutesrules/idstat/Title25/T25CH31
https://legislature.idaho.gov/statutesrules/idstat/Title25/T25CH31


149 | F Y  2 0 2 3  C E C  R e p o r t  
 

(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.] 
 

 

 

 

 

 

 

 

https://legislature.idaho.gov/statutesrules/idstat/Title22/T22CH20
https://legislature.idaho.gov/statutesrules/idstat/Title54/T54CH18/SECT54-1803
https://legislature.idaho.gov/statutesrules/idstat/Title66/T66CH1/SECT66-115
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Appendix O – Workforce Demographics by County 
WORK COUNTY EMPLOYEE COUNT 
ADA                  11,877 
ADAMS                17 
BANNOCK              2,672 
BEAR LAKE            26 
BENEWAH              71 
BINGHAM              446 
BLAINE               40 
BOISE                17 
BONNER               182 
BONNEVILLE           703 
BOUNDARY             56 
BUTTE                9 
CAMAS                10 
CANYON               911 
CARIBOU              27 
CASSIA               120 
CLARK                12 
CLEARWATER           357 
CUSTER               48 
ELMORE               51 
FRANKLIN             22 
FREMONT              267 
GEM                  5 
GOODING              47 
IDAHO                143 
JEFFERSON            109 
JEROME               107 
KOOTENAI             1,074 
LATAH                3,020 
LEMHI                110 
LEWIS                57 
LINCOLN              81 
MADISON              46 
MINIDOKA             37 
NEZPERCE             1,591 
ONEIDA               14 
OUT-OF-STATE         11 
OWYHEE               28 
PAYETTE              39 
POWER                36 
SHOSHONE             123 
TETON                15 
TWIN FALLS           508 
VALLEY               90 
WASHINGTON           14 
GRAND TOTAL 25,246 
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Appendix P – Classified Total Separations by Agency FY 2017-2021 

AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Accountancy, Board of* 3 200% 0 0% 0 0% 0 0% 0 0% 
Administration, Department of 24 22% 19 18% 10 10% 33 30% 18 15% 
Aging, Commission on 2 17% 1 9% 1 9% 2 17% 1 9% 
Agriculture, Department of 33 18% 35 18% 32 17% 31 17% 34 19% 
Blind & Visually Impaired Commission 1 3% 2 5% 4 10% 2 5% 3 8% 
Boise State University 71 14% 93 17% 97 18% 85 15% 94 17% 
Brand Inspector, State 4 12% 3 9% 2 6% 2 6% 4 13% 
Building Safety, Division of* 153 227% 20 15% 11 8% 11 9% 14 12% 
Career & Technical Education 3 29% 1 9% 1 9% 5 45% 3 26% 
Commerce, Department of 4 13% 6 18% 10 29% 4 11% 2 6% 
Conservation, Soil & Water  4 26% 3 18% 1 6% 4 23% 3 18% 
Correction, Department of 379 21% 271 14% 288 16% 328 18% 318 17% 
Dentistry, Board of* 2 200% 0 0% 0 0% 0 0% 1 50% 
Education Board 1 15% 4 73% 0 0% 6 109% 2 36% 
Endowment Fund Investment Board 0 0% 0 0% 1 50% 0 0% 1 50% 
Engineers & Land Surveyors, Board of* 2 200% 0 0% 0 0% 0 0% 0 0% 
Environmental Quality, Department of 36 11% 43 13% 51 15% 33 10% 44 13% 
Finance, Department of 10 17% 12 20% 8 13% 4 7% 4 7% 
Fish & Game, Department of 66 13% 54 10% 40 7% 44 8% 52 10% 
Health & Welfare, Department of 489 18% 473 17% 445 17% 450 17% 436 16% 
Health District 1 (Panhandle) 31 28% 20 18% 22 20% 28 25% 26 23% 
Health District 2 (North Central) 6 15% 6 15% 2 5% 8 19% 8 17% 
Health District 3 (Southwest) 20 24% 20 24% 13 15% 6 7% 16 17% 
Health District 4 (Central) 20 20% 29 29% 27 27% 15 15% 24 22% 
Health District 5 (South Central) 18 27% 6 9% 9 14% 9 13% 6 9% 
Health District 6 (Southeastern) 14 19% 5 7% 7 10% 11 15% 9 12% 
Health District 7 (Eastern) 16 20% 17 20% 11 12% 13 14% 11 11% 
Hispanic Affairs, Idaho Commission on 0 0% 0 0% 0 0% 0 0% 0 0% 
Historical Society, Idaho State 9 19% 2 4% 15 36% 10 23% 7 16% 
Human Resources, Division of 1 7% 2 15% 5 38% 2 19% 4 47% 
Idaho State University 89 16% 76 13% 88 15% 91 15% 81 12% 
Independent Living Council 0 0% 1 50% 2 80% 0 0% 0 0% 
Industrial Commission 17 25% 15 23% 3 11% 17 23% 16 22% 
Information Technology Services 12 11% 11 17% 25 36%         
Insurance, Department of 14 25% 7 12% 13 23% 12 21% 16 29% 
Juvenile Corrections, Department of 70 18% 54 14% 56 14% 59 15% 50 13% 
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Appendix P – Classified Total Separations by Agency FY 2017-2021 (continued) 
 

AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Labor, Department of 103 20% 68 14% 53 12% 64 13% 68 13% 
Lands, Department of 29 10% 39 13% 32 11% 25 9% 33 12% 
Lava Hot Springs Foundation 3 21% 2 13% 1 7% 1 7% 3 25% 
Lewis-Clark State College 32 32% 26 22% 16 13% 28 22% 25 20% 
Libraries, Idaho Commission for 6 17% 5 14% 7 20% 5 15% 4 12% 
Liquor Division, Idaho State 94 42% 44 20% 47 22% 44 21% 50 24% 
Lottery Commission, Idaho State 1 13% 0 0% 0 0% 0 0% 2 25% 
Medicine, Board of* 14 255% 2 20% 2 24% 3 35% 0 0% 
Nursing, Board of* 16 356% 2 21% 1 12% 1 13% 0 0% 
Occupational & Professional Licenses 9 7% 6 16% 6 17% 3 8% 7 21% 
Outfitters & Guides Licensing Board* 5 250% 0 0% 0 0% 0 0% 2 57% 
Pardons & Parole, Commission of 4 13% 10 32% 5 15% 3 9% 3 10% 
Parks & Recreation, Department of 23 16% 17 12% 29 20% 19 13% 13 9% 
PERSI  8 14% 11 18% 9 15% 5 9% 17 30% 
Pharmacy, Board of* 13 217% 0 0% 1 9% 3 26% 1 9% 
Police, Idaho State 59 11% 52 10% 52 10% 41 8% 44 9% 
Public Television, Idaho 5 8% 6 10% 6 10% 8 14% 0 0% 
Public Utilities Commission 6 19% 5 15% 5 14% 6 16% 8 21% 
Racing, State Commission 0 0% 0 0% 0 0% 0 0% 1 67% 
Real Estate Commission* 11 200% 2 18% 3 27% 2 18% 2 17% 
State Public Defense Commission 0 0% 3 100% 1 29% 0 0% 0 0% 
Tax Appeals, Board of 0 0% 2 50% 1 25% 0 0% 0 0% 
Tax Commission, Idaho State 54 14% 57 14% 76 18% 46 11% 44 10% 
Transportation Department 219 14% 176 11% 155 10% 173 12% 209 14% 
Veterans Services, Division of 90 29% 74 24% 91 29% 93 30% 114 37% 
Veterinary Medicine, Board of* 3 300% 1 50% 1 50% 0 0% 1 50% 
Vocational Rehabilitation, Idaho 
Division of 9 17% 6 11% 9 16% 11 20% 5 9% 

Water Resources, Department of 16 11% 26 18% 20 13% 14 10% 16 11% 
Workforce Development Council 0 0% 0 0% 1 29%         
STATEWIDE 2,456 19% 1,953 15% 1,930 15% 1,923 15% 1,980 15% 
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Appendix Q – Classified Voluntary Separations by Agency FY 2017-2021 

AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Accountancy, State Board of* 3 200% 0 0% 0 0% 0 0% 0 0% 
Administration, Department of 13 12% 6 6% 5 5% 25 23% 8 7% 
Aging, Commission on 0 0% 0 0% 1 9% 1 9% 1 9% 
Agriculture, Department of 21 11% 21 11% 23 12% 14 8% 22 13% 
Blind & Visually Impaired Commission 0 0% 1 3% 1 3% 1 3% 0 0% 
Boise State University 47 9% 54 10% 52 10% 53 10% 50 9% 
Brand Inspector, State 4 12% 1 3% 0 0% 0 0% 0 0% 
Building Safety, Division of* 140 207% 10 7% 7 5% 6 5% 6 5% 
Career & Technical Education 2 19% 1 9% 1 9% 1 9% 2 17% 
Commerce, Department of 2 6% 4 12% 6 17% 3 8% 1 3% 
Conservation, Soil & Water  4 26% 3 18% 0 0% 2 11% 1 6% 
Correction, Department of 214 12% 132 7% 164 9% 163 9% 161 8% 
Dentistry, Board of* 2 200% 0 0% 0 0% 0 0% 1 50% 
Education Board  1 15% 4 73% 0 0% 4 73% 1 18% 
Endowment Fund Investment Board 0 0% 0 0% 1 50% 0 0% 0 0% 
Engineers & Land Surveyors, Board of* 2 200% 0 0% 0 0% 0 0% 0 0% 
Environmental Quality, Department of 23 7% 30 9% 23 7% 16 5% 26 8% 
Finance, Department of 4 7% 6 10% 2 3% 1 2% 3 5% 
Fish & Game, Department of 35 7% 23 4% 14 3% 17 3% 20 4% 
Health & Welfare, Department of 259 10% 260 10% 259 10% 245 9% 229 8% 
Health District 1 (Panhandle) 21 19% 11 10% 14 13% 13 12% 13 12% 
Health District 2 (North Central) 2 5% 5 13% 1 2% 6 14% 6 13% 
Health District 3 (Southwest) 11 13% 14 17% 4 5% 4 4% 9 10% 
Health District 4 (Central) 15 15% 15 15% 15 15% 9 9% 14 13% 
Health District 5 (South Central) 8 12% 3 5% 6 9% 6 9% 4 6% 
Health District 6 (Southeastern) 10 14% 3 4% 7 10% 7 10% 6 8% 
Health District 7 (Eastern) 7 9% 13 15% 6 7% 7 7% 7 7% 
Hispanic Affairs, Idaho Commission on 0 0% 0 0% 0 0% 0 0% 0 0% 
Historical Society, Idaho State 6 13% 1 2% 12 29% 5 12% 3 7% 
Human Resources, Division of 1 7% 1 7% 4 31% 1 10% 1 12% 
Idaho State University 49 9% 44 8% 47 8% 53 9% 44 7% 
Independent Living Council 0 0% 1 50% 2 80% 0 0% 0 0% 
Industrial Commission 12 18% 6 9% 15 21% 8 11% 8 11% 
Information Technology Services 5 4% 6 9% 2 7%     

Insurance, Department of 10 18% 3 5% 8 14% 4 7% 11 20% 
Juvenile Corrections, Department of 49 13% 34 9% 33 8% 39 10% 29 7% 
Labor, Department of 51 10% 27 6% 27 6% 31 6% 36 7% 
Lands, Department of 17 6% 24 8% 17 6% 13 5% 14 5% 
Lava Hot Springs Foundation 2 14% 0 0% 0 0% 0 0% 1 8% 
Lewis-Clark State College 17 17% 14 12% 11 9% 14 11% 16 13% 
Libraries, Idaho Commission for 4 11% 3 8% 3 8% 1 3% 1 3% 
Liquor Division, Idaho State 35 16% 18 8% 15 7% 24 11% 22 11% 
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AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Lottery Commission, Idaho State 1 13% 0 0% 0 0% 0 0% 1 13% 
Medicine, Board of* 11 200% 1 10% 2 24% 3 35% 0 0% 
Nursing, Board of* 12 267% 0 0% 1 12% 0 0% 0 0% 
Occupational & Professional Licenses 5 4% 2 5% 2 6% 3 8% 2 6% 
Outfitters & Guides Licensing Board* 4 200% 0 0% 0 0% 0 0% 1 29% 
Pardons & Parole, Commission of 3 10% 8 26% 4 12% 1 3% 3 10% 
Parks & Recreation, Department of 9 6% 10 7% 12 8% 12 8% 10 7% 
PERSI 5 9% 7 12% 5 8% 2 3% 6 11% 
Pharmacy, Board of* 11 183% 0 0% 1 9% 1 9% 1 9% 
Police, Idaho State 34 6% 21 4% 12 2% 18 4% 19 4% 
Public Television, Idaho 5 8% 6 10% 2 3% 4 7% 0 0% 
Public Utilities Commission 6 19% 3 9% 2 5% 1 3% 4 10% 
Racing, State Commission 0 0% 0 0% 0 0% 0 0% 1 67% 
Real Estate Commission, Idaho* 11 200% 0 0% 1 9% 0 0% 1 9% 
State Public Defense Commission 0 0% 2 67% 1 29% 0 0% 0 0% 
Tax Appeals, Board of 0 0% 0 0% 0 0% 0 0% 0 0% 
Tax Commission, Idaho State 29 7% 30 7% 45 11% 24 6% 21 5% 
Transportation, Department of 95 6% 82 5% 61 4% 58 4% 63 4% 
Veterans Services, Division of 41 13% 31 10% 45 15% 43 14% 45 14% 
Veterinary Medicine, Board of* 1 100% 0 0% 1 50% 0 0% 1 50% 
Vocational Rehabilitation, Division of 5 9% 1 2% 4 7% 8 15% 0 0% 
Water Resources, Department of 13 9% 13 9% 11 7% 10 7% 8 6% 
Workforce Development Council 0 0% 0 0% 0 0%     

STATEWIDE 1,409 11% 1,019 8% 1,020 8% 985 8% 964 7% 
 
*Moved within the Division of Occupational and Professional Licenses 07/01/2021 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

Appendix Q – Classified Voluntary Separations by Agency FY 2017-2021 (continued) 
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Appendix R – Classified Involuntary Separations by Agency FY 2017-2021 

AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Accountancy, State Board of* 0 0% 0 0% 0 0% 0 0% 0 0% 
Administration, Department of 7 6% 6 6% 2 2% 4 4% 3 3% 
Aging, Commission on 0 0% 0 0% 0 0% 0 0% 0 0% 
Agriculture, Department of 3 2% 7 4% 6 3% 9 5% 8 5% 
Blind & Visually Impaired Commission 0 0% 0 0% 2 5% 0 0% 0 0% 
Boise State University 16 3% 24 4% 25 5% 14 3% 30 5% 
Brand Inspector, State 0 0% 0 0% 1 3% 0 0% 1 3% 
Building Safety, Division of* 10  5 4% 3 2% 2 2% 4 3% 
Career & Technical Education 0 0% 0 0% 0 0% 2 18% 1 9% 
Commerce, Department of 0 0% 1 3% 3 9% 1 3% 1 3% 
Conservation, Soil & Water 0 0% 0 0% 1 6% 1 6% 1 6% 
Correction, Department of 127 7% 98 5% 91 5% 124 7% 117 6% 
Dentistry, Board of* 0 0% 0 0% 0 0% 0 0% 0 0% 
Education Board 0 0% 0 0% 0 0% 2 36% 0 0% 
Endowment Fund Investment Board 0 0% 0 0% 0 0% 0 0% 0 0% 
Engineers & Land Surveyors, Board of* 0 0% 0 0% 0 0% 0 0% 0 0% 
Environmental Quality, Department of 2 1% 4 1% 11 3% 3 1% 3 1% 
Finance, Department of 3 5% 2 3% 2 3% 0 0% 0 0% 
Fish & Game, Department of 6 1% 8 1% 3 1% 9 2% 11 2% 
Health & Welfare, Department of 162 6% 158 6% 115 4% 140 5% 144 5% 
Health District 1 (Panhandle) 7 6% 5 5% 6 6% 12 11% 6 5% 
Health District 2 (North Central) 2 5% 0 0% 0 0% 1 2% 0 0% 
Health District 3 (Southwest) 6 7% 3 4% 8 9% 2 2% 3 3% 
Health District 4 (Central) 5 5% 9 9% 8 8% 4 4% 5 5% 
Health District 5 (South Central) 7 11% 1 2% 2 3% 2 3% 1 1% 
Health District 6 (Southeastern) 4 5% 1 1% 0 0% 1 1% 1 1% 
Health District 7 (Eastern) 7 9% 1 1% 4 4% 3 3% 2 2% 
Hispanic Affairs, Idaho Commission on 0 0% 0 0% 0 0% 0 0% 0 0% 
Historical Society, Idaho State 2 4% 1 2% 2 5% 0 0% 1 2% 
Human Resources, Division of 0 0% 1 7% 1 8% 1 10% 3 35% 
Idaho State University 15 3% 15 3% 22 4% 17 3% 25 4% 
Independent Living Council 0 0% 0 0% 0 0% 0 0% 0 0% 
Industrial Commission 1 1% 4 6% 5 7% 4 5% 5 7% 
Information Technology Services 4 4% 3 5% 0 0%     

Insurance, Department of 2 4% 1 2% 1 2% 5 9% 4 7% 
Juvenile Corrections, Department of 12 3% 13 3% 12 3% 12 3% 17 4% 
Labor, Department of 29 6% 21 4% 3 1% 7 1% 9 2% 
Lands, Department of 3 1% 6 2% 2 1% 3 1% 9 3% 
Lava Hot Springs Foundation 0 0% 1 7% 1 7% 0 0% 2 17% 
Lewis-Clark State College 11 11% 5 4% 4 3% 12 10% 3 2% 
Libraries, Idaho Commission for 0 0% 1 3% 2 6% 0 0% 0 0% 
Liquor Division, Idaho State 37 16% 19 9% 18 8% 15 7% 21 10% 
Lottery Commission, Idaho State 0 0% 0 0% 0 0% 0 0% 1 13% 
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AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Medicine, Board of* 2  1 10% 0 0% 0 0% 0 0% 
Nursing, Board of* 4  0 0% 0 0% 1 13% 0 0% 
Occupational & Professional Licenses 2 1% 0 0% 2 6% 0 0% 3 9% 
Outfitters & Guides Licensing Board* 1  0 0% 0 0% 0 0% 1 29% 
Pardons & Parole, Commission of 1 3% 1 3% 0 0% 0 0% 0 0% 
Parks & Recreation, Department of 6 4% 3 2% 5 3% 3 2% 0 0% 
PERSI 2 3% 1 2% 1 2% 1 2% 6 11% 
Pharmacy, Board of* 2  0 0% 0 0% 1 9% 0 0% 
Police, Idaho State 10 2% 20 4% 22 4% 17 3% 15 3% 
Public Television, Idaho 0 0% 0 0% 1 2% 1 2% 0 0% 
Public Utilities Commission 0 0% 1 3% 1 3% 2 5% 3 8% 
Racing, State Commission 0 0% 0 0% 0 0% 0 0% 0 0% 
Real Estate Commission, Idaho* 0 0% 1 9% 2 18% 2 18% 1 9% 
State Public Defense Commission 0 0% 1 33% 0 0% 0 0% 0 0% 
Tax Appeals, Board of 0 0% 2 50% 0 0% 0 0% 0 0% 
Tax Commission, Idaho State 11 3% 11 3% 14 3% 5 1% 7 2% 
Transportation, Department of 48 3% 33 2% 42 3% 42 3% 47 3% 
Veterans Services, Division of 37 12% 34 11% 36 12% 39 13% 63 20% 
Veterinary Medicine, Board of* 1  0 0% 0 0% 0 0% 0 0% 
Vocational Rehabilitation, Division of 1 2% 3 5% 3 5% 2 4% 2 4% 
Water Resources, Department of 0 0% 3 2% 1 1% 1 1% 5 4% 
Workforce Development Council 0 0% 0 0% 1 29%     

STATEWIDE 618 5% 539 4% 497 4% 529 4% 595 5% 

*Moved within the Division of Occupational and Professional Licenses 07/01/2021 

 

 

 

 

 

  

  

  

Appendix R – Classified Involuntary Separations by Agency FY 2017-2021 (continued) 
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Appendix S – Classified Retirement Turnover by Agency FY 2017-2021 

AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Accountancy, State Board of* 0 0% 0 0% 0 0% 0 0% 0 0% 
Administration, Department of 4 4% 7 7% 3 3% 4 4% 7 6% 
Aging, Commission on 2 17% 1 9% 0 0% 1 9% 0 0% 
Agriculture, Department of 9 5% 7 4% 3 2% 8 4% 4 2% 
Blind & Visually Impaired Commission  1 3% 1 3% 1 3% 1 3% 3 8% 
Boise State University 8 2% 15 3% 20 4% 18 3% 14 3% 
Brand Inspector, State 0 0% 2 6% 1 3% 2 6% 3 10% 
Building Safety, Division of* 3 0% 5 4% 1 1% 3 2% 4 3% 
Career & Technical Education 1 10% 0 0% 0 0% 2 18% 0 0% 
Commerce, Department of 2 6% 1 3% 1 3% 0 0% 0 0% 
Conservation, Soil & Water  0 0% 0 0% 0 0% 1 6% 1 6% 
Correction, Department of 38 2% 41 2% 33 2% 40 2% 40 2% 
Dentistry, Board of* 0 0% 0 0% 0 0% 0 0% 0 0% 
Education Board 0 0% 0 0% 0 0% 0 0% 1 18% 
Endowment Fund Investment Board 0 0% 0 0% 0 0% 0 0% 1 50% 
Engineers & Land Surveyors, Board of* 0 0% 0 0% 0 0% 0 0% 0 0% 
Environmental Quality, Department of 11 3% 9 3% 17 5% 14 4% 15 4% 
Finance, Department of 3 5% 4 7% 4 6% 3 5% 1 2% 
Fish & Game, Department of 25 5% 23 4% 23 4% 18 3% 21 4% 
Health & Welfare, Department of 68 3% 55 2% 71 3% 63 2% 63 2% 
Health District 1 (Panhandle) 3 3% 4 4% 2 2% 3 3% 7 6% 
Health District 2 (North Central) 2 5% 1 3% 1 2% 1 2% 2 4% 
Health District 3 (Southwest) 3 4% 3 4% 1 1% 0 0% 4 4% 
Health District 4 (Central) 0 0% 5 5% 4 4% 2 2% 5 5% 
Health District 5 (South Central) 3 5% 2 3% 1 2% 1 1% 1 1% 
Health District 6 (Southeastern) 0 0% 1 1% 0 0% 3 4% 2 3% 
Health District 7 (Eastern) 2 2% 3 4% 1 1% 3 3% 2 2% 
Hispanic Affairs, Idaho Commission on 0 0% 0 0% 0 0% 0 0% 0 0% 
Historical Society, Idaho State 1 2% 0 0% 1 2% 5 12% 3 7% 
Human Resources, Division of 0 0% 0 0% 0 0% 0 0% 0 0% 
Idaho State University 25 4% 17 3% 19 3% 21 3% 12 2% 
Independent Living Council 0 0% 0 0% 0 0% 0 0% 0 0% 
Industrial Commission 4 6% 5 8% 5 7% 5 7% 3 4% 
Information Technology Services  3 3% 2 3% 1 4%     

Insurance, Department of 2 4% 3 5% 4 7% 3 5% 1 2% 
Juvenile Corrections, Department of 9 2% 7 2% 11 3% 7 2% 4 1% 
Labor, Department of 23 4% 20 4% 23 5% 26 5% 23 5% 
Lands, Department of 9 3% 9 3% 13 4% 8 3% 10 4% 
Lava Hot Springs Foundation 1 7% 1 7% 0 0% 1 7% 0 0% 
Lewis-Clark State College 4 4% 7 6% 1 1% 2 2% 6 5% 
Libraries, Idaho Commission for 2 6% 1 3% 2 6% 4 12% 3 9% 
Liquor Division, Idaho State 22 10% 7 3% 14 6% 5 2% 7 3% 
Lottery Commission, Idaho State 0 0% 0 0% 0 0% 0 0% 0 0% 
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AGENCY NAME 

FY 
2021 

Count 

FY 
2021 
Rate 

FY 
2020 

Count 

FY 
2020  
 Rate 

FY 
2019 

Count 

FY 
2019 
Rate 

FY 
2018 

Count 

FY 
2018 
Rate 

FY 
2017  

Count 

FY 
2017 
Rate 

Medicine, Board of* 1 0% 0 0% 0 0% 0 0% 0 0% 
Nursing, Board of* 0 0% 2 21% 0 0% 0 0% 0 0% 
Occupational & Professional Licenses 2 1% 4 11% 2 6% 0 0% 2 6% 
Outfitters & Guides Licensing Board* 0 0% 0 0% 0 0% 0 0% 0 0% 
Pardons & Parole, Commission of 0 0% 1 3% 1 3% 2 6% 0 0% 
Parks & Recreation, Department of 8 5% 4 3% 12 8% 4 3% 3 2% 
PERSI 1 2% 3 5% 3 5% 2 3% 5 9% 
Pharmacy, Board of* 0 0% 0 0% 0 0% 1 9% 0 0% 
Police, Idaho State 15 3% 11 2% 18 3% 6 1% 10 2% 
Public Television, Idaho 0 0% 0 0% 3 5% 3 5% 0 0% 
Public Utilities Commission 0 0% 1 3% 2 5% 3 8% 1 3% 
Racing, State Commission 0 0% 0 0% 0 0% 0 0% 0 0% 
Real Estate Commission, Idaho* 0 0% 1 9% 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% 0 0% 1 25% 0 0% 0 0% 
Tax Commission, Idaho State 14 4% 16 4% 17 4% 17 4% 16 4% 
Transportation, Department of 76 5% 61 4% 52 3% 73 5% 99 7% 
Veterans Services, Division of 12 4% 9 3% 10 3% 11 4% 6 2% 
Veterinary Medicine, Board of* 1 0% 1 50% 0 0% 0 0% 0 0% 
Vocational Rehabilitation, Division of 3 6% 2 4% 2 4% 1 2% 3 6% 
Water Resources, Department of 3 2% 10 7% 8 5% 3 2% 3 2% 
Workforce Development Council 0 0% 0 0% 0 0%     

STATEWIDE 429 3% 395 3% 413 3% 404 3% 421 3% 

 

 

 

 

 

 

 

 

 

 

 

Appendix S – Classified Retirement Turnover by Agency FY 2017-2021 (continued) 
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Appendix T – Classified Turnover by Separation Code 
 

 REASON FOR LEAVING 

FY 2021 
SEPARATION 

COUNT 

FY 2021  
% of 

TURNOVER 
Separation - Personal                    1,131 8.70% 
Separation - Retirement                  425 3.27% 
Transfer to Other Agency                 371 2.85% 
Separation - Private Sector Job          208 1.60% 
Failure to Complete Entrance Probation            64 0.49% 
Termination - Dismissal                  55 0.42% 
Separation - Layoff/Medical              52 0.40% 
Separation - County Job                  28 0.22% 
Separation - Layoff/Budget Restriction   28 0.22% 
Separation - Federal Job                 26 0.20% 
Separation - City Job                    19 0.15% 
Separation - Death                       14 0.11% 
Separation - State Job (Excluding Idaho) 14 0.11% 
Separation - Layoff/Shortage of Work     7 0.05% 
Separation - School District Job         5 0.04% 
Separation - Medical Retirement          4 0.03% 
Separation - Military                    3 0.02% 
Separation - Entrance Probation/RIF      2 0.02% 
Separation - Appt Expires/Temporary      0 0.00% 

GRAND TOTAL 2,456 18.89% 
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Appendix U – Classified Average Pay Rate and Turnover by Pay Grade  
 

 PAY 
GRADE 

EMPLOYEE 
COUNT 

AVERAGE 
PAY RATE 

AVERAGE 
COMPA-
RATIO 

FY 2021 
TURNOVER 

RATE 
D 1 $11.99 103% 0% 
E 192 $12.36 95% 49% 
F 219 $12.86 88% 83% 
G 580 $15.24 91% 55% 
H 1,313 $16.70 87% 50% 
I 1,989 $19.93 89% 53% 
J 1,941 $21.94 87% 33% 
K 1,601 $24.52 87% 41% 
L 2,205 $28.00 88% 28% 
M 1,527 $32.40 90% 24% 
N 681 $37.12 93% 24% 
O 232 $42.35 98% 21% 
P 232 $46.11 98% 23% 
Q 20 $56.96 109% 20% 
R 3 $63.20 109% 0% 
V 9 $113.71 120% 0% 
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Appendix V – Vacancy Rate by Agency FY 2021 
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Accountancy, State Board of* 0 0 0 0 0 0   
Administration, Department of 9 0 9 7 106 113 7% 
Aging, Commission on 1 0 1 1 11 12 8% 
Agriculture, Department of 15 1 16 9 182 191 8% 
Arts, Commission on the 0 0 0 8 0 8 0% 
Attorney General 0 15 15 201 0 201 7% 
Blind & Visually Impaired Commission  0 0 0 1 40 41 0% 
Boise State University 51 151 202 1,970 483 2,453 8% 
Brand Inspector, State 3 0 3 5 31 36 8% 
Building Safety, Division of* 0 0 0 0 0 0   
Career & Technical Education 1 2 3 33 10 43 7% 
Commerce, Department of 7 0 7 4 31 35 17% 
Conservation, Soil & Water 2 1 3 0 15 15 17% 
Controller, Office of the State 0 6 6 91 0 91 6% 
Correction, Department of 343 1 344 22 1,761 1,783 16% 
Correctional Industries 0 9 9 35 0 35 20% 
Dentistry, Board of* 0 0 0 0 0 0   
Drug Policy, Office of 0 1 1 5 0 5 17% 
Education Board 0 1 1 43 4 47 2% 
Endowment Fund Investment Board 0 0 0 2 2 4 0% 
Energy & Minerals Resources, Office of 0 0 0 8 0 8 0% 
Engineers & Land Surveyors, Board of* 0 0 0 0 0 0   
Environmental Quality, Department of 32 0 32 14 326 340 9% 
Finance, Department of 3 0 3 2 61 63 5% 
Financial Management, Division of 0 1 1 18 0 18 5% 
Fish & Game, Department of 32 0 32 5 504 509 6% 
Governor, Office of the 0 3 3 18 0 18 14% 
Health & Welfare, Department of 310 1 311 26 2,658 2,684 10% 
Health District 1 (Panhandle) 15 0 15 4 107 111 12% 
Health District 2 (North Central) 3 0 3 5 44 49 6% 
Health District 3 (Southwest) 15 0 15 5 82 87 15% 
Health District 4 (Central) 14 0 14 5 100 105 12% 
Health District 5 (South Central) 10 0 10 3 67 70 12% 
Health District 6 (Southeastern) 13 0 13 4 78 82 14% 
Health District 7 (Eastern) 13 0 13 6 72 78 14% 
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Hispanic Affairs, Idaho Commission on 0 0 0 2 1 3 0% 
Historical Society, Idaho State 5 0 5 3 47 50 9% 
House of Representatives 0 0 0 1 0 1 0% 
Human Resources, Division of 0 0 0 2 15 17 0% 
Idaho State University 44 87 131 1,165 535 1,699 7% 
Independent Living Council 0 0 0 1 3 4 0% 
Industrial Commission 4 3 7 56 65 121 5% 
Information Technology Services 3 0 3 2 129 131 2% 
Insurance, Department of 4 0 4 15 53 68 6% 
Judicial Branch 0 21 21 350 0 350 6% 
Juvenile Corrections, Department of 33 0 33 9 368 377 8% 
Labor, Department of 75 1 76 13 522 535 12% 
Lands, Department of 22 0 22 12 287 299 7% 
Lava Hot Springs Foundation 1 0 1 1 14 15 6% 
Legislative Services Office 0 0 0 64 0 64 0% 
Lewis-Clark State College 8 17 25 315 85 400 6% 
Libraries, Idaho Commission for 3 0 3 2 32 34 8% 
Lieutenant Governor, Office of 0 1 1 2 0 2 33% 
Liquor Division, Idaho State 17 0 17 4 216 220 7% 
Lottery Commission, Idaho State 0 0 0 35 8 43 0% 
Medicine, Board of* 0 0 0 0 0 0   
Military Division 0 33 33 377 0 377 8% 
Nursing, Board of* 0 0 0 0 0 0   
Occupational & Professional Licenses 1 2 3 1 40 41 7% 
Outfitters & Guides Licensing Board* 0 0 0 0 0 0   
Pardons & Parole, Commission of 3 0 3 2 32 34 8% 
Parks & Recreation, Department of 8 0 8 5 141 146 5% 
Performance Evaluations, Office of 0 2 2 7 0 7 22% 
PERSI 4 1 5 6 59 65 7% 
Pharmacy, Board of* 0 0 0 0 0 0   
Police, Idaho State 39 0 39 5 521 526 7% 
Public Defense Commission 1 0 1 2 4 6 14% 
Public Television, Idaho 2 2 4 6 59 65 6% 
Public Utilities Commission 6 0 6 8 30 38 14% 
Racing, State Commission 0 0 0 0 1 1 0% 
Real Estate Commission, Idaho* 0 0 0 0 0 0   
Secretary of State, Office of 0 5 5 26 0 26 16% 

Appendix V – Vacancy Rate by Agency FY 2021 (continued) 
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Appendix V – Vacancy Rate by Agency FY 2021 (continued) 
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Senate 0 3 3 1 0 1 75% 
Species Conservation, Office of 0 2 2 13 0 13 13% 
State Appellate Public Defender 0 0 0 24 0 24 0% 
State Insurance Fund 0 20 20 234 0 234 8% 
STEM Action Center 0 0 0 6 0 6 0% 
Superintendent of Public Instruction 0 6 6 116 0 116 5% 
Tax Appeals, Board of 0 0 0 1 3 4 0% 
Tax Commission, Idaho State 36 1 37 11 390 401 8% 
Transportation, Department of 140 0 140 22 1,578 1,600 8% 
Treasurer, Office of the State 0 3 3 25 0 25 11% 
University of Idaho 0 250 250 2,169 0 2,169 10% 
Veterans Services, Division of 43 0 43 6 315 321 12% 
Veterinary Medicine, Board of* 0 0 0 0 0 0   
Vocational Rehabilitation, Division of 3 6 9 90 49 138 6% 
Water Resources, Department of 8 0 8 3 138 141 5% 
Workforce Development Council 0 0 0 1 4 5 0% 
STATEWIDE  1,403 659 2,062 7,778 12,517 20,295 9% 
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Appendix W – Total Retirement Forecast by Agency Calendar Years 2021-2051 
 

AGENCY NAME 

Fewer 
than 5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 years 
or more Total 

Administration, Department of 2 10 39 47 13 111 
Aging, Commission on   1 9 6 1 17 
Agriculture, Department of 12 12 56 108 114 302 
Arts, Commission on the 1   4 2   7 
Attorney General 13 18 58 86 33 208 
Blind & Visually Impaired Commission  2 4 17 16 3 42 
Boise State University     1 1   2 
Brand Inspector, State 5 6 14 15 1 41 
Career & Technical Education   4 10 20 6 40 
Commerce, Department of   2 14 18 7 41 
Conservation, Soil & Water 2 2 4 5 3 16 
Controller, Office of the State 5 9 28 39 33 114 
Correction, Department of 68 158 571 682 271 1,750 
Correctional Industries   2 16 11 6 35 
Drug Policy, Office of     3 1 2 6 
Education Board   2 28 20 9 59 
Endowment Fund Investment Board   1 3     4 
Energy & Minerals Resources, Office of 1     1 6 8 
Environmental Quality, Department of 12 41 102 119 69 343 
Finance, Department of   4 18 26 16 64 
Financial Management, Division of   1 4 9 4 18 
Fish & Game, Department of 36 46 182 199 193 656 
Governor, Office of the 1   2 7 7 17 
Health & Welfare, Department of 67 163 727 1,183 741 2,881 
Health District 1 (Panhandle)   5 43 58 32 138 
Health District 2 (North Central) 2 4 22 14 16 58 
Health District 3 (Southwest)   8 29 28 41 106 
Health District 4 (Central) 2 8 29 50 46 135 
Health District 5 (South Central) 2 8 22 27 22 81 
Health District 6 (Southeastern) 3 8 25 23 35 94 
Health District 7 (Eastern) 4 7 33 34 27 105 
Hispanic Affairs, Idaho Commission on   1 2     3 
Historical Society, Idaho State   2 15 19 19 55 
House of Representatives 1 1 27 35 4 68 
Human Resources, Division of   2 1 8 4 15 
Idaho State University 1     1   2 
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Appendix W – Total Retirement Forecast by Agency Calendar Years 2021-2051 (continued) 
 

AGENCY NAME 

Fewer 
than 5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 years 
or more Total 

Independent Living Council     3 1   4 
Industrial Commission 3 12 27 53 28 123 
Information Technology Services 2 9 40 51 25 127 
Insurance, Department of 2 6 19 28 9 64 
Judicial Branch   4 122 183 43 352 
Juvenile Corrections, Department of 11 23 117 135 87 373 
Labor, Department of 20 52 196 185 76 529 
Lands, Department of 15 22 114 134 80 365 
Lava Hot Springs Foundation   1 7 10 2 20 
Legislative Services Office 2 3 16 19 28 68 
Lewis-Clark State College 13 32 136 145 76 402 
Libraries, Idaho Commission for 1 4 10 17 5 37 
Lieutenant Governor, Office of     1   1 2 
Liquor Division, Idaho State 1 14 65 98 55 233 
Lottery Commission, Idaho State 1 5 19 15 6 46 
Military Division 6 14 109 194 90 413 
Occupational & Professional Licenses 7 23 102 108 27 267 
Pardons & Parole, Commission of 2 9 13 9 1 34 
Parks & Recreation, Department of 6 11 50 54 36 157 
Performance Evaluations, Office of   1   4 3 8 
PERSI 3 3 27 26 7 66 
Police, Idaho State 19 63 179 192 87 540 
Public Charter School Commission     4 4 1 9 
Public Defense Commission     1 5   6 
Public Television, Idaho 8 9 22 19 8 66 
Public Utilities Commission 5 1 15 13 2 36 
Racing, State Commission 1         1 
Secretary of State, Office of 1 2 10 6 8 27 
Senate   1 18 13 1 33 
Species Conservation, Office of     2 7 5 14 
State Appellate Public Defender     9 10 5 24 
State Insurance Fund 7 23 84 96 45 255 
STEM Action Center     1 2 3 6 
Superintendent of Public Instruction 1 5 33 52 26 117 
Tax Appeals, Board of     1 2 1 4 
Tax Commission, Idaho State 30 32 143 134 59 398 
Transportation, Department of 80 162 476 539 353 1,610 
Treasurer, Office of the State 1 5 7 8 5 26 
University of Idaho     1 3   4 
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Appendix W – Total Retirement Forecast by Agency Calendar Years 2021-2051 (continued) 
 

AGENCY NAME 

Fewer 
than 5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 years 
or more Total 

Veterans Services, Division of 6 20 93 141 59 319 
Vocational Rehabilitation, Division of 3 13 39 50 36 141 
Water Resources, Department of 8 11 48 45 35 147 
Workforce Development Council     1 4 1 6 
STATEWIDE 507 1,135 4,538 5,732 3,209 15,121 
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Appendix X – Classified Retirement Forecast by Agency Calendar Years 2021-2051 

AGENCY NAME 

Fewer 
than 

5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 
years 

or 
more Total 

Administration, Department of 2 9 35 45 13 104 
Aging, Commission on   1 6 4 1 12 
Agriculture, Department of 7 10 37 71 62 187 
Blind & Visually Impaired Commission  2 4 16 14 3 39 
Boise State University     1 1   2 
Brand Inspector, State 4 5 8 15 1 33 
Career & Technical Education   1 1 4 2 8 
Commerce, Department of   2 10 12 6 30 
Conservation, Soil & Water 2 2 3 4 3 14 
Controller, Office of the State     1 1   2 
Correction, Department of 67 150 560 677 271 1,725 
Education Board     2 3 3 8 
Endowment Fund Investment Board   1 1     2 
Environmental Quality, Department of 9 39 92 115 68 323 
Finance, Department of   4 16 26 16 62 
Fish & Game, Department of 33 44 153 175 110 515 
Health & Welfare, Department of 65 157 702 1,135 647 2,706 
Health District 1 (Panhandle)   3 28 55 22 108 
Health District 2 (North Central) 1 4 14 13 12 44 
Health District 3 (Southwest)   8 20 23 26 77 
Health District 4 (Central) 1 7 26 36 39 109 
Health District 5 (South Central) 2 6 16 23 20 67 
Health District 6 (Southeastern) 3 8 19 16 24 70 
Health District 7 (Eastern) 4 6 25 26 15 76 
Hispanic Affairs, Idaho Commission on     1     1 
Historical Society, Idaho State   1 10 17 19 47 
Human Resources, Division of   2   8 4 14 
Idaho State University       1   1 
Independent Living Council     2 1   3 
Industrial Commission 1   12 31 21 65 
Information Technology Services 2 9 39 50 25 125 
Insurance, Department of 2 3 19 20 6 50 
Juvenile Corrections, Department of 10 23 111 133 87 364 
Labor, Department of 18 51 191 177 75 512 
Lands, Department of 13 18 100 112 52 295 
Lava Hot Springs Foundation   1 5 9 1 16 
Lewis-Clark State College 3 5 29 29 23 89 
Libraries, Idaho Commission for 1 3 9 17 5 35 
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Appendix X – Classified Retirement Forecast by Agency Calendar Years 2021-2051 (continued) 
 

AGENCY NAME 

Fewer 
than 

5 
years 

5-9 
years 

10-19 
years 

20-29 
years 

30 
years 

or 
more Total 

Liquor Division, Idaho State 1 14 62 96 55 228 
Lottery Commission, Idaho State   1 4 2 1 8 
Occupational & Professional Licenses 7 20 83 92 27 229 
Pardons & Parole, Commission of 2 9 12 8 1 32 
Parks & Recreation, Department of 6 11 45 47 33 142 
PERSI 1 3 25 24 7 60 
Police, Idaho State 19 59 177 192 87 534 
Public Charter School Commission       1   1 
Public Defense Commission       4   4 
Public Television, Idaho 8 6 19 14 7 54 
Public Utilities Commission 3 1 11 11 2 28 
Racing, State Commission 1         1 
Tax Appeals, Board of       2 1 3 
Tax Commission, Idaho State 29 30 137 131 59 386 
Transportation, Department of 78 159 463 526 349 1,575 
University of Idaho       1   1 
Veterans Services, Division of 6 19 84 137 50 296 
Vocational Rehabilitation, Division of 3 3 12 19 13 50 
Water Resources, Department of 7 11 44 44 34 140 
Workforce Development Council       4 1 5 
STATEWIDE 423 933 3,498 4,454 2,409 11,717 
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Appendix Y – Average Time to Hire by Agency 

AGENCY NAME N
um

be
r 

of
 

H
ir

es
 

T
ot

al
 A

vg
. 

T
im

e 
in

 
D

ay
s 

R
eq

ui
si

tio
n 

A
pp

ro
va

l 

Jo
b 

Po
st

in
g 

E
va

lu
at

io
n 

E
lig

ib
le

 L
is

t 

O
ff

er
ed

 

H
ir

ed
 

Administration, Department of  28 49 3 10 4 21 6 5 
Aging, Commission on 2 50 1 16 4 16 1 13 
Agriculture, Department of  77 57 8 10 5 26 4 5 
Blind & Visually Impaired Commission 1 40 1 15 3 8 0 13 
Boise State University 51 42 0 8 5 20 5 4 
Building Safety, Division of* 11 40 0 6 1 15 5 13 
Career & Technical Education 10 36 3 8 1 13 7 5 
Commerce, Department of  5 56 1 10 9 18 14 4 
Conservation, Soil & Water 4 49 2 12 7 20 4 5 
Correction, Department of  329 78 2 28 21 15 9 4 
Correctional Industries 11 78 11 10 6 36 13 2 
Environmental Quality, Department of  74 73 13 12 1 22 2 23 
Finance, Department of 15 66 5 12 8 28 4 9 
Fish & Game, Department of  87 79 6 16 8 36 4 10 
Health & Welfare, Department of 942 65 2 38 3 12 4 6 
Health District 1 (Panhandle) 41 35 4 8 2 13 0 7 
Health District 2 (North Central) 11 35 6 9 3 8 1 7 
Health District 3 (Southwest) 40 50 3 9 4 18 14 2 
Health District 4 (Central) 31 38 2 8 3 16 1 8 
Health District 5 (South Central) 25 44 4 8 2 20 5 5 
Health District 6 (Southeastern) 34 23 2 6 3 7 2 3 
Health District 7 (Eastern) 18 37 1 10 2 12 3 9 
Historical Society, Idaho State 9 73 13 10 7 31 1 12 
Human Resources, Division of 3 45 8 8 6 13 5 5 
Idaho State University 99 43 0 18 2 13 5 5 
Independent Living Council 1 35 1 5 1 22 2 4 
Industrial Commission 35 44 8 10 5 12 5 5 
Information Technology Services 41 62 14 11 2 21 7 7 
Insurance, Department of 12 53 1 11 2 23 8 8 
Juvenile Corrections, Department of 29 58 10 15 1 19 8 4 
Labor, Department of 218 41 5 8 5 13 6 4 
Lands, Department of 30 54 4 18 6 23 0 2 
Lewis - Clark State College 22 43 8 9 2 18 3 4 
Libraries, Idaho Commission for 4 38 3 12 2 11 4 6 
Liquor Division, Idaho State 83 60 1 42 1 8 3 5 
Lottery Commission, Idaho State 1 51 4 11 5 19 12 0 
Medicine, Board of*  2 31 1 9 1 13 5 2 
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Appendix Y – Average Time to Hire by Agency (continued) 
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Military Division 56 44 5 10 4 17 2 7 
Nursing, Board of*  4 53 17 9 4 15 7 2 
Occupational and Professional Licenses 13 30 1 7 3 11 1 7 
Outfitters & Guides Licensing Board* 1 69 17 10 6 6 0 30 
Pardons & Parole, Commission of  6 87 6 9 5 57 5 5 
Parks & Recreation, Department of 29 78 10 22 7 28 1 9 
PERSI 13 37 3 12 3 12 4 4 
Police, Idaho State 71 70 9 14 8 20 13 7 
Public Defense Commission 2 46 9 7 4 13 8 7 
Public Television, Idaho 11 76 17 11 9 21 16 3 
Public Utilities Commission 5 54 8 9 2 24 3 7 
Tax Appeals, Board of  2 44 6 10 2 22 5 0 
Tax Commission, Idaho State 135 40 4 7 4 16 4 4 
Transportation Department, Idaho 385 73 11 22 4 22 6 8 
Veterans Services, Division of 119 45 4 20 1 10 3 6 
Veterinary Medicine, Board of* 2 28 4 4 3 9 9 0 
Vocational Rehabilitation, Division of 22 78 18 22 1 19 6 12 
Water Resources, Department of 19 72 8 11 5 33 2 13 
Workforce Development Council 1 25 1 8 8 3 0 5 
STATEWIDE 60 52 6 12 4 18 5 7 
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