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EXECUTIVE SUMMARY

OVERVIEW

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

consideration. in Employee Compensation and Benefits (CEC)

increases, and employee benefit packages.

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

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

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

information technology, and contract/procurement

management.

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

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

CURRENT | 1 |
STATE OF IDAHO | | I |

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

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

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

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

: Idaho Tc;tal ldaho Tc;tal

' Ci C

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

P25 =77 | P25 Private | P25 Public

Sector Sector

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

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

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

FISCAL YEAR 2025 SUMMARY AND MARKET INCREASE PROJECTION

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

Ferry analysis and Milliman salary survey.

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

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

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

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

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

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

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

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

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

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

The estimated cost for these recommendations is as follows:

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

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

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

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

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

SURVEYS AND BENCHMARKS

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

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

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

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

KORN FERRY COMPENSATION MARKET ANALYSIS REPORT

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

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

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

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

MILLIMAN STATE OF IDAHO CUSTOM COMPENSATION SURVEY

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

TOTAL NUMBER OF CUSTOM PUBLIC SECTOR PUBLIC SECTOR

SURVEY PARTICIPANTS PARTICIPANTS PARTICIPANTS

39 13 26

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

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

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

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

THE MARKET TOTAL COMPENSATION

FINDINGS & ANALYSIS

FINDINGS

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

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

Idaho Employees L Private Sector Market | Public Sector Market Average of the 2
Current markets
Total EL LR
Comp on I.dahu % I.dahu % Differenc
e SO Difference PSO Difference o
T 1 0.0%| $224 041] $314,557 -28.5%| $297,831 -24.5%| $306,194 -26.5%
R L 0.1%] $199, 015 ] 5249,618 -20.3%| $253,517 -21.5%| 5251,567 -20.9%
Q 16 0.2%] $180,046 | 5220,322 -18.3%| $230,748 -22.0%| $225,535 -20.2%
P 187 2.3%| $154,968 | 193,547 -19.9%| $196,508 -21.1%| $195,028 -20.5%
0 195 2.4%]$140,052 | 5172,666 -18.9%| $176,511 -20.7%| $174,588 -19.8%
N 580 7.3%]$125,962 | $155,484 -19.0%| $159,899 -21.2%| $157,692 -20.1%
M 1194 15.0%| $114,860 ] 5141,714 -18.9%| $146,575 -21.6%| 5144,145 -20.3%
L 1503]  18.8%[$103,484] 5124,114 -16.6%| 5130,311 -20.6%| 5127,213] -18.7%
K 1012 12.7%| $94,081 | $109,253 -13.9%| $114,132 -17.6%| $111,692 -15.8%
J 1352 16.9%| $86 543 $96,910 -10.7%| $100,911 -14.2%| $98,911 -12.5%
| 736 9.2%| $78,397 $86,385 -9.2%| $92,283 -15.0%] 589,334 -12.2%
H 875 11.0%| $73,326 577,724 -5.7%| 583,693 -12.4%| 580,708 -9.1%
G 203 2.5%| $70,365 | 570,925 -0.8%| $77,023 -8.6%| 573,974 -4.9%
F 120 1.5%] $63,643 $65,883 -3.4%| 571,754 -11.3%| 568,818 -71.5%
E & 0.1%| $62,057 562,283 -0.4%| 568,221 -9.0%] 565,252 -4.9%
D 2 0.0%| $67.771 561,342 10.5%| 567,734 0.1%] $64,538 5.0%
Overall 7986| 100.0%| $97,976 | $114,777 -14.6%| $119,917 -18.3%| $117,347 -16.5%

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

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

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

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

TOTAL COMPENSATION MARKET COMPETITIVENESS

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

grades.
PERCENTILE: P25
. . idaho Actual Pay Mi

SAMPLE: State of Idaho vs. Private & Public Sector — e saory
PAY GRADE: | @Benefits

$100,000 -

$90,000

$80,000 -| $78,397 $77,859

$71,958

$70,000 -|

$60,000 1 CERLEY) $22,855 $31211 Private Sector Average Pay Mix

$50,000 - M Base Salary

$40,000 - D Benefits

$30,000 -

$20,000 - $45,103 $46,648

$10,000

$0
Idaho Private Public

Public S A Pay Mi
B Base Salary
O Benefits

P25 Idaho vs Private & Public Sector Pay Grade |
Private Public
Base Salary $45,539 | $49,103 | $46,648
Benefits $32,857 | $22,855 | $31,211
Total Compensation| 578,397 | 571,958 | 577,859
Idaho Leading 8.9% 0.7%

6 The “market” is defined as the 50t percentile of our local labor market, including both private and public sector. Also referred to as P50.
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To further expand, the chart below illustrates the State of Idaho’s market position in the 50t percentile
of the market for pay grade I. In this example, total compensation in the 50t percentile in Idaho lags the

market. Idaho is 9.2% behind the private market and 15% behind the public market.

S0

$100,000 -
$90,000 |
$80,000 -
$70,000 -|
$60,000 |
$50,000 -
$40,000 -
$30,000 -
$20,000
$10,000

PERCENTILE: P50
SAMPLE: State of Idaho vs. Private & Public Sector
PAY GRADE: |

$78,397

$32,857

$86,385

$26,662

$59,723

$92,283

$35,546

$56,737

Idaho Actual Pay Mix

@ Base Salary
O Benefits

Idaho

Private

Public

P50 Idaho vs Private & Public Sector Pay Grade |

Private

Public

Base Salary $45,539 | $59,723 | S$56,737
Benefits $32,857 | $26,662 | $35,546
Total Compensation| $78,397 | $86,385 [ $92,283
Idaho Trailing 9.2% 15.0%

Private Sector Average Pay Mix
@ Base Salary
O Benefits

Public § A Pay Mi
@ Base Salary
O Benefits
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This chart illustrates the State of Idaho’s market position in the 50t percentile of the market for pay grade
L. Journey-level and entry to mid-level management jobs fall in pay grade L. These include Child Welfare
Social Worker 2, Clinician, Engineer, Associate, ISP Trooper, IT Information Security Engineer |, and
Training Specialist. In this example, total compensation in the 50" percentile in Idaho is 16.6% behind the

private market and 20.6% behind the public market.

PERCENTILE: P50

Idaho

Private

Public

P50 Idaho vs Private & Public Sector Pay Grade L

Idaho Private Public
Base Salary $65,644 | $93,970 | $90,034
Benefits $37,239 | $30,144 | $40,278
Total Compensation| $103,484 | $124,114 | $130,311
Idaho Trailing 16.6% 20.6%

. . Idaho Actual Pay Mi
SAMPLE: State of Idaho vs. Private & Public Sector D s saary
PAY GRADE: L D Benefits
$140,000 - 36.6%
$130,311
$124,114
$120,000
$103,484 $30,144 $40,278
$100,000
$80,000 - $37,839 Private Sector Average Pay Mix
W Base Salary
$60,000 - O Benefits
$40,000 $90,034 a
$65,644
$20,000 -
$0

Public S A Pay Mi
B Base Salary
O Benefits
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The chart below illustrates the State of Idaho’s market position in the 50t percentile of the market for pay
grade O. High-level management and executive positions fall in pay grade O. These include Epidemiologist,
State, Project Manager 2, Statewide Risk Manager, and Tax Manager. In this example, total compensation
in the 50" percentile in Idaho is 18.9% behind the private market and 20.7% behind the public market.
Idaho continually lags the market in higher-level management and executive jobs and pay grades.

PERCENTILE: P50
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. . Idaho Actual Pay Mi
SAMPLE: State of Idaho vs. Private & Public Sector B s saary
PAY GRADE: O DBenefits
$200,000 -
$180,000 $172,666 $176,511
$160,000 -
$35,058 547,168
$140,000 $140,052
$120,000 $45,102 Private Sector Average Pay Mix
$100,000 W Base Salary
$80,000 O Benefits
$60,000 $137,608 $129,342 @
$40,000 S
$20,000 -
$o
Idaho Private Public
public s . pay M
B Base Salary

P50 Idaho vs Private & Public Sector Pay Grade O

O Benefits
Idaho Private Public
Base Salary $94,950 | $137,608 | $129,342 a
Benefits $45,102 | $35,058 | $47,168 2335
Total Compensation| $140,052 | $172,666 | $176,511
Idaho Trailing 18.9% 20.7%




-24.9%

COMPARED TO
THE MARKET

AVERAGE
BASE SALARY

FINDINGS & ANALYSIS

FINDINGS - OVERALL AVERAGE SALARIES

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

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

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

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

and benefit premiums.
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7 Base salary is the hourly wage provided to state employees prior to any payroll deductions, such as worker’s compensation, payroll taxes

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




FINDINGS - TARGETED SALARIES

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

Actual Pay % Midpoint %
CUEIS ATEEELE (P61 from Market Avg from Market Avg

Q $139,207 No match No match
Captain P $121,428 -9% -16%
Lieutenant o] $112,565 -3% -15%
Sergeant N $97,204 -6% -14%
Correctional Manager 2 N $85,093 -7% -4%
Trooper L $67,732 -20% -16%
Trooper market data } -16% 129%
excl. WA state ° °
Conservation Officer o o
Senior L $71,447 3% 3%
Correctional Sergeant L $65,159 -8% 1%
Probation & Parole
Officer Senior K $58,406 -14% 5%
Correctional Officer J $51,794 -10% 3%
Rehabilitation Technician | $47,244 -12% 3%
$;?§ggltatlon Tech H $39,770 No match No match
Total -11.0% -1.0%

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

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

ANALYSIS

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

State of Idaho

Current Base Salary Practice and Policy - Primary Structure Group
250

150%
200
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2 150 /%Pra:t\lrce
& -
2
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8 75%
3 100
50
Market data projected to January 1, 2024
0 i i i
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An advantage to having pay structures with similar type jobs is that pay compression will be easier to
detect. Creating new structures with only IT/Engineering jobs and Nursing/Healthcare jobs not only aligns
them better for market positioning, but also isolates similar jobs, bringing into focus base pay and years
of experience.

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

18|Page




STATE OF IDAHO
SALARY STRUCTURES

BACKGROUND

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

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

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

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

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

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

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

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

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

FINDINGS - PRIMARY PAY STRUCTURE

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

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

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

Average of the 2

Private Sector Market | Public Sector Market

Idaho Employees

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

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

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

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

FINDINGS - PUBLIC SAFETY STRUCTURE

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

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

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

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

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

. . Actual Pay % Midpoint %
e from Marke¥Avg from Mparket Avg

Major Q $130,000
Captain P $113,000 -9% -16%
Lieutenant (0] $99,400 -3% -15%
Sergeant N $88,300 -6% -14%
Correctional Manager 2 N $88,300 -7% -4%
Trooper L $71,400 -20% -16%
Trooper market data excl.
WA Qate - -16% -12%
Conservation Officer Senior L $71,400 3% 3%
Correctional Sergeant L $71,400 -8% 1%
Probation & Parole Officer
Senior K $65,000 -14% -5%
Correctional Officer J $59,700 -10% 3%
Rehabilitation Technician | $55,200 -12% 3%
Rehabilitation Tech Trainee H $45,700

11.0% -1.0%

FINDINGS - PROPOSED IT/ENGINEERING STRUCTURE

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

FINDINGS - PROPOSED NURSING/HEALTHCARE STRUCTURE

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

16 The “market” is defined as the 50" percentile of our local labor market, including both private and public sector. Also referred to as P50.
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-6.3%
COMPARED TO HEALTH CARE

THE MARKET BENEFITS

MEDICAL PLAN OVERVIEW

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

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

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

Idaho vs. Private Sector - Health Care
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SALARY LEVELS (000S)

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

contributions to the HSA are owned by the employee.

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

median.

ALL STATE MEDICAL PLANS INCLUDE

v
100% - =
coverage for disease management mail-order
preventative services programs pharmacy
[
2 A
dh
prenatal programs telehealth 24/7 nurse advice line
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0% PUBLIC EMPLOYEE RETIREMENT
DEVIATION FROM SYSTEM OF IDAHO (PERSI)

THE MARKET MEDIAN

RETIREMENT OVERVIEW

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

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

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

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

Idaho vs. Private Sector - Retirement
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The State’s DB plan however is at market median when compared to other public sector organizations
and deviates only slightly to 4.0% below the 50 percentile of the public sector market. This is illustrated
in the graphic below with Idaho nearly on trend with P50.

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

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

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

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

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

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

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

LEAVE BENEFITS OVERVIEW

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

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

VACATION

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

VACATION ACCRUAL RATES AND LIMITS

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

*Estimated based on 40 hours/week worked or paid

SICK

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

HOLIDAYS

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

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

OTHER PAID LEAVE

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

SALARY INCREASE INCREASE PROJECTIONS

FINDINGS & ANALYSIS

NATIONAL SALARY INCREASE BUDGET SURVEY DATA

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

2023 PROJECTED VS. ACTUAL INCREASES

Mercer 4.40%

Conference Board 4.40%
Payscale 4.00%

WorldAtWork 4.40%

Willis Towers Watson 4.10% 4.40%

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

2023 Projected Average Increase W 2023 Actual Average Increase

2024 PROJECTED INCREASES

Mercer
Conference Board
Payscale
WorldAtWork

Willis Towers Watson

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

2024 Projected Average Increase
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FY2025 RECOMMENDATION

SALARY ADJUSTMENTS

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

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

SALARY STRUCTURE ADJUSTMENTS

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

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

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

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

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

Maintain the State’s current retirement and benefits package.

PAYLINE EXCEPTIONS/SPECIFIC OCCUPATIONAL INEQUITIES

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

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

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

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

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

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

OVERVIEW

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

funding for each component required in this section.

CHANGE IN EMPLOYEE COMPENSATION TIMELINE

DECEMBER 1

DECEMBER/JANUARY
FEBRUARY/MARCH
JULY 1

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

the CEC report to present CEC .
the Governor and recommendations

Joint CEC

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

implement change

JFAC votes on final |, compensation for

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

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

Compensation Market
Analysis and Salary
Structure Update

State of Idaho

Findings and Recommendations Findings

November 15, 2023

1

Introduction



https://dhr.idaho.gov/kf2023/

Introduction

The State of Idaho has requested Korn Ferry’s review of the current compensation policies and practices for
all classified employees to provide an overview of the competitiveness of current total remuneration

= Gradesrange fromentry-level clerical or trades jobs in Grade D through Director rolesin Grade T

In 2022, Korn Ferry worked closely with DHR to develop updated salary ranges for classified positions to
improve the market competitive position to enhance the ability to attract and retain employees in the fast-
paced competitive environment

= A Primary salary structure was developedto accommeodate the majority of classified jobs in the current pay grades
= A Public Safety structure was designedto improve the competitive position for critical police and correctional positions
= Structures for Nursing and Technology/Engineeringwere considered but not implementedin 2023

In this 2023 review of compensation, Korn Ferry will examine the internal administration of pay within the new
structures and compare the current pay practice and policies to the external market to determine the need for
future enhancements to the program

= |n addition to the compensaticn analysis focused on base salaries, Korn Ferry has conducted a competitive analysis of benefits

= This analysis of benefits is a key piece ofinformation in assessingthe level of competitiveness desiredfor base salaries in light of
the strong benefits package offeredtc State employees

This report details for full analysis of compensation and benefits to provide an overall assessment of the level
of competitiveness at the State for total remuneration

© 2023 Komn Fe A hts reser 3

2

Compensation

Analysis — Primary
Structure
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Internal Equity — Primary Structure

To assess the effectiveness of the State in administering pay within the salary ranges, Korn Ferry
conducted an analysis of internal equity

= Internal equity assesses the relationship of base salary to the Grade in which each employeeresides

= The graphs on the following pages reflectthe salary for each employee within the respective Grade compared to the salary
ranges in the Primary structure (Public Safety jobs are in a separate analysis)

— Overall, the State has made good progress towards moving individual salaries toward the middle of the range, resulting in
an overall compa-ratio of 95% for the 7,986 employees and 94% when removing the Technology/Engineering and Nursing
employees

— Technology and Engineering jobs are paid slightly higher in the ranges, with a compa-ratio of 99%
— Nursing/Healthcare jobs also tend to be paid slightly higher in the range with an overall compa-ratio of 100%
— Theanalysis doesnotincludethe Physicians in Grade V

= The State currently uses salary ranges with a 75% minimum and 150% maximum

— This is much wider than typical, and Korn Ferry recommends considering a lower maximum of 125%, as only 114
employeesare paid above this level for the Primary structure

State of Idaho
Current Base Salary Practice and Policy - Primary Structure Group
250
Grade | Sample of Titles with low C/Rs ;E: ‘ '?:"‘,‘F‘:
. Tax Auditor 2 22 23% 150% + | The graph reflects each of the
Lands Rescurce Spacialist 28 84% 7,986 employees in the Primary
200 " TaxComplisnce Officer 15 823 structure plotted in relation to
Psychosocial Rehab Specislist 72 26% the current salary ranges
| :“TE"“EI_' o :: ‘::: «| The “practice” line on the graph
i ol ~ o reflects the line of central
_ sl e = | s bolicy | fendency, with this dashed biue
g150 | PG e b quctl:e line falling quite close to the
9..2. Technicsl Records Specialist 229 91% g - "policy“
”
'=; +| Only 75 employees fall below
o 5% the range minimums, with a
$100 - table showing some key outliers
+| While the maximum is set at
150% today, only 136
employees fall above a more
50 typical 125% compa-ratio
Market data projected to January 1, 2024
0 ) I |
Points O 200 400 600 800 1000 1200
Grade DEFGH | ] K L M N o P Q R
6
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State of Idaho

Current Base Salary Practice and Policy - By Function

250
150%
200 -
e Policy
= 150 -~ Nursing
E Primary
<
n
s
8 75%
100 -
50
Market data projected to January 1, 2024
0 L L L L L
Points O 200 400 600 800 1000 1200
Grade DEFGH I J K L M N o] P Q R

The graph reflects the pay
practice for the Nursing and
the Engineering/IT jobs to
examine where these
functions pay in relation to
others

On average,
Technology/Engineering
functions pay 5% higher
than the aggregate practice
for all jobsin this structure

Nursing/Healthcare also
pays about 5% higher than
the aggregate practice

The State implemented a salary structure for
jobs in the primary functions/agencies,
targeting towards the P25 of the national
General market considering a 90% Boise
cost-of-labor index

The table reflects the average pay by Grade in
relation to the current structure for all jobs excluding
the Technology/Engineering and Nursing functions

Average compa-ratiois 94% which reflects good
progress from the initial 90% when implemented
using both merit and equity adjustments to move
salaries closerto the midpoint

Average pay in the entry-level hourly Grades D
through H is at or above the midpoints, as minimum
wage pressure has driven pay for these jobs higher
in recentyears

Compa-ratios for Grades | thcugh M are lower,
perhaps due to more turnover and lesstenure in
these roles as employeesare promoted quickly

OmMmMEI-—cR-~=T=Z20T0OD-

Grand
Total

Minimum ‘

Current

Midpoint

Internal Equity - Primary Structure (excluding Nursing/Tech/Eng)

T 5164507 $131.250 $175,000 $262,500 94.0%
R 142,620 $112,500 $150,000 $225,000 95.1%
Q 5118370 $97.500 $130,000 $195,000 1%
P $105,950 584,750 $113.000 $169,500 93.8%
8] 592,780 $74,550 $99.400 $149,100 93.3%
N $83.020 $66,225 $68,300 $132.450 94.0%
M 573,050 $59,250 $79,000 $118.500 92.5%
L 564,620 $52,050 $69,400 $104,100 931%
K 557,950 $46,050 61,400 $92,100 94 4%
J 551,760 $40,950 554,600 $81,900 94.8%
| 545,520 $36,750 $49,000 573,500 92.9%
H 541,360 $31.125 $41,500 $62,250 99.7%
G $39.100 $27,375 $36,500 $54,750 107.1%
F $33.720 $24,300 $32.400 548,600 104.1%
E $32.440 $21,750 $29,000 $43,500 111.9%
D $37.020 $19,500 $26,000 $39,000 142.4%
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Internal Equity — Technology/Engineering in Primary Structure

When analyzing the current pay for jobs in

Technology and Engineering roles, the overall o i
compa-ratio within the Primary Structure is 99% : AR
for 624 employees Q §129574 | 597,500 130,000 $195,000 99 7%
= The table reflects the average pay by Grade for the ? bhll B0 S e it
Technology and Engineering employees, indicating pay & I om0 599,400 149,100 255
closerto Midpoint compared to other jobs on this N $86.935 | 66,225 g 300 3152450 S
structure M §79,259 $59,250 579,000 $118,500 100 3%
L 66,510 $52,050 569,400 $104,100 95 8%
K 559,341 546,050 561,400 $92,100 96 6%
J 556,708 40,950 554 600 $81,900 102 0%
\ 546,592 $36,750 549,000 $73 500 95 1%
H 539,208 31,125 541 500 $62,260 94 5%

© 2023 ase g

Internal Equity — Nursing/Healthcare in Primary Structure

When examining the average pay for Nursing e 7 ‘ Current

: : . / M Midpo

jobs in the Primary Structure, the overall i oo

compa-ratio is 100% for 581 employees Q S144477 | 597,500 $130.000 195,000 11%

. P $114.206 | $84,750 $113,000 169,500 101%

- Tht_e tal?le reflects the compa-rat.los py Grade, o S90.762 574550 o o ST =

indicating average pay above Midpoint for many

N 588,602 66,225 $88,300 $132.450 100%
Grades

M §79,182 $59,250 $79,000 $118.500 100%

* Thisreflects the need to compete more L $69.480 | $52,050 $69.400 | $104.100 100%
aggressively with tl.u.e prllvate sec.torhe.althcare z 559,458 SE 050 351,400 $92.100 o
market for these critical jobs, which raises the

L J 556,180 540,950 $54,600 81,900 103%
average pay within the structure
I 547,091 36,750 $49,000 §73,500 96%
$43.218 §31,125 $41,500 62,250 104%
® esel 10
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External Competitiveness — Primary Structure

To assess the competitiveness of pay at the State, Korn Ferry has compared the current midpoints for each

Grade in the Primary Structure and the average pay to two markets using graphs and tables on the following

pages:

= Regional Private Sector Market— Private sector organizations with employeesin seven (7) states including Idaho, Nevada, Cregon,
Utah, Washington, Wyoming, and Montana contained in Korn Ferry's current compensation and benefits database

= Regional Public Sector Market—Public sector organizations (states, counties, cities, etc.) in 10 states consisting of the seven above
as well as Arizona, Colorado, and New Mexico

=  When comparing to the market, Korn Ferry uses percentiles, with the State targeting the 25" Percentile of the private sector market
considering the Boise cost-of-laborindex of 90

Statistic Definition

P25 is the 25th Percentile, meaning that 75% of the market data is above this point, and 25% is below.
This is Idaho's target market pasition

P25

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

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

Cost-of-Labor The Boise area has a cost-of-labor index of 90, which means that pay levels are approximately 10%
Index of 90 below these national levels, on average

Salary Midpoint Competitiveness — Primary Structure

Compared to the regional Private-Sector market, Idaho’s midpoints are close to the P25 for the entry-level
Grades and further away (8%-17% below) for Grades K through T (8% below P25 in aggregate)

= This is typical positioning for State governments, as employees demand market pay rates for entry-level jobs while professionals and
management roles tend to be more conservative, recognizing the other benefits and attributes of State employment

Compared to the Public-Sector market, the midpoints for Idaho are at or above P25 for the entry-level Grades
and slightly below for professional and management Grades (2% below in aggregate)

Idaho Employees Private Sector Market Public Sector Market
Idaho Midpoi Market aho % Market Idaho %
T 1 0.0% $175.000 $211,583 7% $203.763 -14%
R 4 0.1% $150.000 $168,892 -11% $164.492 9%
Q 16 0.2% $130.000 $147 502 12% $145 244 -10%
P 187 2.3% $113.000 $128,759 -12% $120,576 £%
0] 195 2.4% $99.400 $113,654 -13% $106,767 1%
N 580 7.3% 388,300 5101415 -13% 595,580 -8%
M 1194 15.0% $79.000 $91,669 -14% 586,629 9%
L 1503 18.8% $69.400 $78.118 -11% §74.760 1%
K 1012 12.7% $61.400 $66.651 8% 562,652 -2%
J 1352 16.9% §54.600 $57.095 4% $52.668 4%
| 736 9.2% $49.000 $49.103 0% 546.648 5%
H 875 11.0% $41.500 $42.327 -2% $40.210 3%
G 203 2.5% $36.500 $36.984 1% $35.135 4%
F 120 1.5% $32.400 $33.800 A% $32.110 1%
E 6 0.1% $29.000 $31.205 -T% 529,645 -2%
D 2 0.0% $26.,000 530,784 -16% 529,245 11%
Overall 7986 100.0% 1.8% 2.3% its reser 12
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Average Salary Competitiveness — Primary Structure

Compared to the Private-Sector market, ldaho’s average salaries range from P25 to well below P25

= The overall position is approximately 5% lower for actual pay than the midpoints

fall below for professional and management Grades (6.4% below in aggregate)

Compared to the Public-Sector market, average salaries for Idaho are above P25 for the entry-level Grades and

__IdahoEmployees ey | Private Sector Market Public Sector Market
Grade e i i s Market Idaho % Market Idaho %
e o 5. ] P25 Difference P25 Difference
T 1 0.0% $164,507 5211,583 2% 5203,763 -19%
R 4 0.1% 5142 620 5168892 6% §164.492 13%
Q 16 0.2% $127.236 5147 502 14% §145 244 12%
P 187 23% 5106,962 5128.769 AT% 5120576 1%
0 195 24% 594 950 §113,654 6% 106,767 1%
N 580 7.3% §83 658 5101415 18% 595 680 12%
M 1194 15.0% 574,761 591,669 18% 586,629 14%
L 1503 16.8% $65 644 578,118 6% 574,760 12%
K 1012 127% §58.108 566,661 3% 562,652 7%
J 1352 16.9% 552,068 557,095 9% 552 668 1%
I 736 9.2% 545,539 $49.103 7% 46,648 2%
H 875 11.0% 541.476 $42.327 2% 540,210 3%
G 203 25% 539.103 536,984 6% $35.135 11%
F 120 1.5% $33.716 $33.800 0% 532,110 5%
E 6 0.1% 532,445 531,205 4% 529 645 9%
D 2 0.0% §37,024 530,784 20% 529 245 27%
Overall 7986 100.0% A1.7% £.4%
€ 13
Using the current salary ranges for the Technology and Engineering jobs results in a less competitive
position for the State when hiring for and retaining these professionals against the market for similar jobs
= Market premium for IT and Engineering jobs at P25 is about 10% on average, with the premium typically phased out by Grade Q
as jobs become more “management” roles than technical individual contributors
= When comparing to technical jobsin the market, the State’s midpoints are well below the P25, indicating the need for a more
competitive structure for these jobs
Current All Jobs IT/Eng Market(IT/Eng Market Jll Average Pay| Midpoint %
e || EEerEha] || Market P25 P25 Premium % from P25 | from P25
Q $129 574 5130,000 §147 502 §147 502 0% 12% 12%
P $109.709 $113,000 §128.759 §135,197 5% -19% -16%
0 599,167 599,400 5113654 5121,610 % 18% 18%
N 536,935 588,300 5101.415 5110543 9% 21% -20%
M 579,259 $79,000 591,669 5100,278 9% 21% 21%
L 566,510 $69,400 578,118 585,929 10% 23% -19%
K 559,341 361,400 566,651 573,982 1% 20% AT%
J 55,708 554,600 567,095 563,946 12% 13% 15%
I 546,592 549,000 549,103 556,468 15% A% 13%
H 539,208 $41,500 542327 549,099 16% 20% 5%
14
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External Competitiveness — Nursing/Healthcare Market

Base salary midpoints for nurses and other healthcare jobs are based on the Primary Structure today

= The majority of the nursing jobs are paid below the P25 of the market based on job title comparisonsin Korn Ferry’'s survey and NCASG
— The LPN in Grade J is paid close to market P50 against the Korn Ferry and NCASG markets, with no need for increase in midpoint
— The Nursing Assistants are paid very competitively against the market and do not require any adjustment

= Social Workers/Clinicians are paid in line with the healthcare market and NCASG for these jobs

= Pharmacist is paid well in comparisonto the market; however, Korn Ferry recommends moving this job to Grade P to provide a salary
range that betteraligns with the market

Average|current KF KF NCASG Alvg Pay| MP% A‘vg Pay| MP% Alvg Pay| MP%
e Grade Pay |Midpoint Market | Market | Market @l % from {from P25( % from from PS0@ % from | from
P25 P50 |Average[ll P25 KF P50 KF KF NCASG | NCASG
Mursing Services Director P $101,790[$113,000( [$114,197/$142,157|5116.599| -11% 1% -28% -21% -13% -3%
Pharmacist Clinical P $133,404/$113.000| [$118.288/3130.498/3125.174 13% -4% 2% -13% 7% -10%
MNurse, Advanced Practice (Murse Practitioner) N 598,842 | $88,300 | [$128.004/$143.390/5115,428 -23% -31% -31% -38% -14% -24%
MNurse Reqgistered Manager N $88,602 | $88,300 | | $98,698 |$114 468 -10% -11% -23% -23%
MNurse Registered Senior i $80,505 | $70,000 | | 588,375 [$111,441| $04.060 -9% -11% -28% -29% -14% -16%
Therapist L $91,201 | $69,400 | | 584,489 | 597,157 | $01.440 8% -18% -6% -29% 0% -24%
Murse Reqgistered L $72,956 | $69,400 | |$75,782 | $80,375 | $80,339 -4% 8% -18% —22% -9% -14%
Child Welfare Social Worker 3/Clinician L $70,334 | $60,400 | | 576,184 | 589,020 8% 9% -21% -22%
Child Welfare Social Worker 2 L $63,881 | $60.400 | | 566,141 | 578,828 | $59.618 -3% 5% -19% -12% 7% 16%
Child Welfare Social Worker 1 K $52,811 | $61,400 | | 558,434 | $69,878 -10% 5% -24% -12%
Murse Licensed Practical J $56,180 | $54,600 | | $50,251 | $58,503 | $57.228 12% 9% 4% 1% 2% 5%
Mursing Assistant Certified - Senior | $47,091|$49.000 | |$33.342 | 537,321 41% 47% 26% 31%
MNursing Assistant Certified H $43.218 | $41.500 | | 530,782 | $33,519 | $38.770 40% 35% 20% 24% 11% 7%
© 2023 Ki 7 . its reser 15
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Compensation

Analysis — Public
Safety Structure
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State of Idaho

Current Base Salary Practice and Policy - Public Safety

250
+ The average pay ‘practice” for
the Public Safety jobs is below
the midpoint for Grades H
200 - T50% through L and then increases

to above midpoint, indicating
that entry-level hiring rates
warrant improvement

5150 - = This may be the result of

E & Practice significant turnover or

s — /_ == Policy promotions in the lower grades

]

E +  Average compa-ratio is 92% of
midpoint

5100 ¢ 75% .

+  Only 18 employees fall above
125%, indicating a decrease to
maximum is a viable option
50
Market data projected to January 1, 2024
0 L 1 L 1 1 1 1 1
Points 100 200 300 400 500 600 700 800 900 1000 1100
Grade H | J K L M N o] P Q

Internal Equity - Public Safety Structure

The State implemented an updated salary structure for jobs in Public Safety in 2023, targeting towards marketaverage of the
NCASG 10-state region

= The table reflects the average pay by Grade in relation to the current midpoint and salary ranges, with 75% minimum and 150% maximum

= Average compa-ratio for the 1622 employees is 93% which reflects good salary increase mavement from the initial 86% when implemented, with 10 falling
below minimum and none falling abaove maximum

= Average pay for the entry-level Public Safety roles is quite low compared to this structure, reflecting less tenure in these roles

Average Current

e i Pay Minimum Midpoint Maximum
Iajor 256 Q $139.207 $97.500 $130.000 $195,000 107%
Captain - 19.3 P $121.428 [ 584,750 $113.000 [ $169.500 107%
Lieutenant . 19.9 0 $112.565 [ 574,550 $99.400 [ $149.100 113%
Sergeant/Correctional Manager 2 . 16.3 N $95,329 [ $66.225 588,300 [ $132.450 108%
ISP Specialist/Correctional Lisutenant 14.7 M 583,241 559,250 §79,000 $118.500 105%
Lfﬁ.if,l’;‘ﬁf,li?,r:f;”;;;TZE{ 8.9 L 367,615 $53,550 $71.400 $107.100 95%
Probation & Parole Officer Senior - T4 K 556,406 [ 546,750 $65,000 [ $97.500 90%
Correctional Officer . 43 J 551,794 [ 544,775 559,700 [ $89.550 87%
Rehabilitation Technician . 41 | 547 244 [ $41.400 555,200 [ 582,800 86%
Rehabilitation Tech Trainee 0.7 H $39.770 $34.275 545,700 $68.550 87%
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External Competitiveness — Public Safety Structure

The table reflects a comparison to the NCASG market for States within Idaho’s region using job titles

= As shown on the table, the midpoint for the entry level jobs (Grade H through K) are aligned with other states, but the structure for
Grades L and above require more attention

= Troopermidpointand average pay are low compared to the market, with this job being critical to the public safety structure

= |SP Sergeant and Lieutenant are paid well in relationship to the market, but the midpoints may warrant adjustment

Actual Pay MP ¥

Current Current Current NCASC % from &t
Survey Job Title Grade |# of EEs_Avma o Pa Midpoint |Compa.Ratio Market Market Market
g y po P
[ Avg Av Avg
Major Mo match Q 3 $139,207 $130,000 107%
Captain Highway Patrol Captain P 10 $121.428 $113.000 107% $134.141 -9% -16%
Lieutenant Highway Patrol Lieutenant o 10 | $112,565 $99,400 113% $116,432 | -3% -15%
Sergeant Highway Patrol Sergeant N 45 | §97.204 $88,300 110% $103.036 | -6% -14%
Correctional Manager 2 Correctional Captain N i $85,093 $88,300 96% $91,782 -1% 4%
Trooper Highway Patral Trooper [ 133 $67.732 §71.400 95% 564,953 -20% -16%
Trooper market data excl. WA state 81,000 -16% -12%
Consenvation Officer Senior 'Wildlife Officer/Game Warden L 60 571,447 $71,400 100% $69,479 3% 3%
Correctional Sergeant Correctional Sergeant L 100 | 565,159 571,400 91% 571,017 | -B% 1%
Probation & Parole Officer Senior Probation and Parole Officer K 169 558,406 565,000 90% 568,115 -14% -5%
Correctional Officer Correctional Officer J 633 551,794 59,700 87% 557,728 -10% 3%
Rehabilitation Technician "Youth Specialist | 84 547,244 $585,200 86% 553,629 -12% 3%
Rehabilitation Tech Trainee Mo match H 3 $39.770 545,700 87%
1257 11.0% -1.0%
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Recommended Salary Structure — Primary

To maintain the desired competitive position
targeting the P25 of the general market, the

Proposed Resulting

& : = Proposed
consultants recommend continue to adjust Grade| CUTTENt T || B | AR e | Rt R
Midpoint | yrinimum | MidPOINt | o imum 2 Ratio
the salary structure
v | 5225000 | $168,750 | $225.000 | 5337.500 | 0.0% -25.0% 112%
= As shown in the table, proposed midpoint U 5200000 | $153,750 | $205.000 | 5307.500 2.5% -14.7% n/a
movements of 1% to 7.6% are recommendedto T | s175.000 | 5138750 | $185.000 | 5277600 | 57% 12.6% 76%
centinue modifying the structure and improving the R_| $150,000 | $120000 | $160,000 | $240,000 e A B9%
" o Q | $130,000 | 5104550 | $133.400 | 5209100 | 72% 5.5% B5%
competitive position in the market P | s$113.000 | $90975 | $121.300 | 5181950 | 73% -5.8% B6%
= While atypical, the structure continues the use of O | 599400 | $80.100 | $106.800 | 5160200 | 74% -6.0% 87%
: g o N 88,300 71,250 95,000 | 5142500 | 76% 6.3% 87%
the wide range with a 75% minimum and 150% 588, S 598, il =
g M | 579000 | 61875 | 582500 | 5123750 | 44% -10.0% 59%
maximum L | 569400 | $54000 | 572000 | 5108000 | 37% 7.8% 90%
= While the adjustments do not fully achieve a P25 'j 861400 | 847,325 | $63.100 | $94.650 | 238% ;jf 91%
s : 54 600 1,775 55,700 83,550 | 20% = 93%
position, the movementresults in a structure closer e 841, = 35, 2 : 2
i e I 549000 | $37125 | 549500 | $74260 | 10% 0.8% 92%
to.market compgtltlveness considering both the Fr 521600 | 532680 | 543400 | $66.100 | 46% SlE e
private and public-sector markets G | 536500 | $28650 | $38.200 | $57.300 | 4.7% 33% 103%
L . F | 532400 | $25500 | S324000 | $51000 | 49% 0.6% 99%
" i o, 4
Average comp.a ratlow!ll be 90.7% using these new = 000 | 525 | Siow | 56750 5 o T
ranges, excluding Nursing and D | 526.000 | $20850 | 527400 | $41100 | 54% || 122% 136%

Technology/Engineering jobs

21
Recommended salary structure — Technology and Engineering
Korn Ferry has created a salary structure for these technical job families to target towards P25 of General
Market for information technology and engineering jobs
= This results in a premium-priced structure ranging from 15% at Grade H and diminishing to align with the Primary structure at
Grade Q
oo, | Do | ot | P | charg v e St
Minimum Maximum
Q $130,000 5104550 $139,400 $208,100 0% 72% 5% 93%
P $113,000 $93,900 $125200 | 187,300 3% 10.8% % 88%
0 $99.400 $85,350 $113,800 | 170,700 % 14.5% -6% 87%
N $88.300 578,375 $104,500 $166,750 10% 18.3% -5% 83%
M $79,000 68,100 590,800 136,200 10% 14.9% 9% 87%
L $69.400 $59.400 $79,200 $118,800 10% 14.1% -8% 84%
K $61.400 $52,350 $69,800 104,700 1% 13.7% -6% 85%
J §54,600 $46,425 $61,900 $92,850 1% 13.4% 3% 90%
\ 549,000 $41,475 $56.300 $82,950 12% 12.9% 2% 84%
541,500 $37,350 549,800 $74,700 15% 20.0% 1% 79%
22
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Recommended salary structure — Nursing/Healthcare

Based on the market pricing to the healthcare industry, Korn Ferry recommends a Nursing/Healthcare
structure for those jobs which require a premium, targeting the P25 of the healthcare market for similar jobs

= Basedon the market comparison, the Primary Structure for Grades G through J will accemmodate the hourly Nursing Assistants
and LPNs

= Starting with Grade K, the structure targets the P25 of the nursing/healthcare market based on the job title pricing, and then aligns
back with the Primary structure at Grade P, which fits the P25 of both markets

= Asindicated earlier, Karn Ferry recommends placing the Clinical Pharmacist in Grade P to align the salary ranges with the market

for this job
i Proposed Proposed Resulting
n:;ne_mt 5% :.‘;p"‘?"‘: 150% % from P25)] Compa-
il Minimum Gl Maximum Ratio
Q 5130,000 $104,550 5139.400 $209,100 0% 7.2% -5% 103.6%
P $113,000 $90,975 $121,300 $181,950 0% 7.3% 6% 94%
8] 599,400 562,050 5109.400 5164100 2% 10.1% -8% 83%
N 588,300 $74,850 $99,800 §149.700 5% 13.0% -12% 89%
M 579,000 $67.500 $90,000 $135,000 9% 13.9% 4% 88%
L 569,400 $57.450 $76.600 5114900 6% 10.4% 4% 91%
K 561,400 548,900 $65.200 $97.800 3% 6.2% 12% 91%
J 554,600 41,775 $55.700 583,550 0% 2.0% 11% 101%
| 549,000 $37.125 $49 500 574,250 0% 1.0% 48% 95%
H 541,500 $32.550 $43.400 565,100 0% 4.6% 41% 100%
G 536,500 $28.,650 $38.200 $57.300 0% 4.7% nfa na - b " 23

Recommended salary structure — Public Safety

To continue making progress in the Public Safety pay structure, the consultants recommend adjustments to
salary ranges for 2024 to move closer to the market average for jobs in other States in the region

= The midpoints require increases ranging from 3.3% to 10.9% to compete with the average of the market for public safety roles in
other states

= This results in a premium-priced structure ranging from 15% at Grade | and diminishing to 2% at Grade Q

= The overall compa-ratio reflects the need for significant salary adjustments for employeesin the entry-level jobs and the State
Troopers in Grade L

Curent Proposed Proposed Proposed Public
Midpoint | 3% Midpoint | 190% |Safetyvs
Minimum Maximum | Primary
Q 5130.000 $106,650 . $142,200 $213,300 2.0% 9.4% 98%
P $113,006 $93.150 $124,200 $186,300 24% 9.9% -1% 86%
o 599,403 582,200 $109,600 $164.400 26% 10.3% -6% 103%
N 588,296 §73.425 $97.900 5146,850 31% 10.9% 1% 98%
M 576,998 564,950 586,600 $129,900 5.0% 9.6% 7%
i 571.406 $57.900 $77.200 $115,800 7.2% 8.1% 3% 88%
K 565,000 551,900 569,200 $103.800 9.7% 6.5% 2% 6%
J 559,696 546,950 562,600 $93.900 12.4% 4.9% 8% 83%
| 555,203 $42.750 557,000 565,500 16.2% 33% 6% 83%
H 545,698 $36.000 548,000 $72,000 10.6% 5.0% 83%
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All Recommended Structures

Current : = - = Nursing/ Public Safety |IT/Engineerin puizinal

Midpoint frnmsy fublic safety il ngmecring Heallhcgm % Premiun? % P?emiumg Hl:?ar::::iaurl'l:l%
v $225.000 $225.000 $225,000 5225000 $225.000 0.0% 0.0% 0.0%
u $200,000 $205,000 $205,000 $205.000 $205.000 0.0% 0.0% 0.0%
T $175.000 $185.000 $185,000 $185.000 $185.000 0.0% 0.0% 0.0%
R $150,000 $160,000 5160,000 $160,000 §160,000 0.0% 0.0% 0.0%
Q $130,000 $139,400 5142 200 5139400 $130,000 2.0% 0.0% 0.0%
P $113,000 $121,300 5124 200 5126200 $121,300 24% 3.2% 0.0%
0 $99.400 $106,800 $109,600 $113,800 $108,400 2.6% 6.6% 2.4%
N 588,300 $95,000 597,900 5104 500 599,800 31% 10.0% 51%
M $79.000 $82,500 586,600 590,800 590,000 5.0% 10.1% 9.1%
L $69,400 $72,000 577,200 $79.200 576,600 7.2% 10.0% 6.4%
K 361,400 $63,100 569,200 569,800 566,200 9.7% 10.6% 33%
J 564,600 365,700 562,600 561,900 $56.700 12.4% 11.1% 0.0%
| $49.000 549,500 557,000 555,300 549,500 15.2% 11.7% 0.0%
H $41,500 $43.400 548,000 549,600 543,400 10.6% 14.7% 0.0%
G $36,500 $38.200 538,200 538,200 536,200 0.0% 0.0% 0.0%
F $32.400 534,000 534,000 534,000 534,000 0.0% 0.0% 0.0%
E $29,000 $30.500 530,500 530,500 530,500 0.0% 0.0% 0.0%

The table below shows the current salary range midpoints as well as the four recommended midpoint options

©2023 25
The table below shows the impact of the proposed structures for comparison. Overall beginning compa-
ratio will be 89.7% for all groups combined, which reflects the need for internal salary adjustments in 2024 to
bring employee pay more in line with the market and pay philosophy of the State
= The State uses a 75% minimum to alleviate cost cf implementation rather than move to 80% as more typical in the market
Primary Public Safety IT &Engineering Total
Total Employees 6781 1622 624 581 9608
CurrentPayroll $400,344 787 $100,032 587 547 469,074 $40,685,798 $589,032,246
Recommended Midpoints $441,894 800 $115,275,100 $55,016,900 544,738,700 $656,925,500
Compa-Ratio 90.7% 86.8% B86.3% 90.9% 89.7%
#EEs Below Mew Minimum 165 88 39 i 299
% of EEs Below New Minimum 24% 5.4% 6.3% 12% 3.1%
$s Below New Minimum $773,086 $191,721 $141,360 $15,099
Below Mew Min as % of Payroll 0.19% 0.19% 0.30% 0.04% 0.19%
#EEs Above New Maximum 2 0 0 0 2
% of Employees Above New Maximum 0.0% 0.0% 0.0% 0.0% 0.0%
$s Above New Maximum $4,792 50 30 §0 $4,792
Above Mew Max as % of Payroll 0.00% 0.00% 0.00% 0.00% 0.00%
©2023 e 26
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5

Benefits Market

Competitiveness

Total
Benefits

Similar to compensation, the benefits at the State have been compared to the two regional markets for both the
Private Sector and Public Sector

Idaho vs. Idaho vs.
Benefit Area Private Sector Market | Public Sector Market

Benefits Market Competitiveness

Total Benefits > P75 > P75 P50 ~ P50
Retirement = P75 > P75 ~ P50 P50
Health Care > P75 ~ P75 P50 P25-P50
Disability = P75 > P75 = P75 > P75
Life Insurance ~ P50 ~ P50 > P75 > P75

= The State’s current overall competitive market position for benefits is consistent with past years, falling highly competitive against the
Private Sectorand in line with market Median comparedto other Public-Sector entities

— The State did make changes to the medical plan provisicns and premiums, which slightly reduced the ranking for the healthcare
plans. Organizations in both markets are trending towards similar changes in the medical plans.

= Charts and tables in this section illustrate the State’s market position and highlight the key drivers of the benefits program value for
the State

© 2023 Komn Fe A hts reser 28
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Total

Benefits

Benefits Values compared to market

When comparing ldaho’s benefits by Grade level, the State falls well above the Private-Sector market and
slightly below the Median of the Public-Sector market

= This position is detailed in the following pages based on salary levels

Benefits Values

Idaho
[LELLE R = |ldaho Benefits ||daho Benefits
C i i |
Grade urrent Private Sector | Public Sector 9 from P50 | % from P50

EEs
Henclis 5] Al | Private Sector | Public Sector

T $60.434 $46.367 $63.136 30.3%
R 4 $66,395 $42 810 $58.123 31.7% -3.0%
Q 16 352,810 $40.311 364,599 31.0% 3.3%
P 187 $46.006 $37.016 $49.956 28.7% -3.9%
o] 195 $45.102 $35.058 $47.168 28.6% 4.4%
N 580 $42 304 $33.208 $44 501 27.4% -4.9%
[} 1194 $40.099 $31.748 $42 400 26.3% 5.4%
L 1503 $37,839 $30.144 $40.278 255% 6.1%
K 1012 $35.972 §28.817 $38.523 24.8% -6.6%
J 1362 $34.475 $27.754 $37.116 24.2% -11%
| 736 $32.857 $26.662 $35.546 23.2% -T.6%
H 875 $31.850 $25.999 $34 554 22.5% -1.8%
G 203 $31,262 325612 $33.975 221% B.0%
F 120 $29.928 $24.732 $32.660 21.0% £.4%
E 6 $29,613 $24 525 $32.350 20.7% B5%
D 2 330,747 $256.272 $33.468 21.7% B£.1%
Overall 7986 $36,743 $29.366 $39.234 25.1% 6.3%

Total

Benefits

Idaho vs. Private Sector - Total Benefits

P75 emmPi)  emmP25  emmidaho |
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Total

Benefits

Idaho vs. Public Sector - Total Benefits
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Retirement

Benefits Review — Retirement

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

+ DB formula = 2% x highest 4 years pay x years of service
- Employee contribution decreased from 7.16% to 6.71%
—  Fully vested after 5 years
- Guaranteed COLA based on CPI
- Reduced early retirement at age 55 — 6% per year
Employees may make contributions to a 401(k) or 457 plan provided by the State. The State does not make any contributions
to these plans
Defined Benefit DB plans are not common in the Private Sector (only 9%), however, they remain very prevalent with the Public

Sector (80%)
Companies typically require employee contributions in public sector defined benefit plans. Only the employer portion is valued.

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

Employer retirement contributions to DC plans in the private sector are 4-5% at the median. Employer coniributions are a
combination of matching contributions and non-elective contributions

Private = > P75

The State’s DB plan continues to be competitive when compared fo the Private Sector, where DB plans are not prevalent

Public = P50 The State’s DB plan is at market median when compared to other Public Sector organizations.
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Health Care

Benefits Review — Health Care
Health Care Key Findings

The State of Idaho provides employees with three (3) Medical/Rx plan options:

+ The PPO is the most prevalent plan and valued in the total benefits analysis of this report. Emplayee premium confributions are 6% for single coverage
and 29% for family coverage

+ Toincent employees to choase the High Deductible Plan (HDHP), premiums for all enrolled employees were reduced and the family deductible was
reducedto 54,000 Also, a funded Health Savings Account and a Limited Purpose Flexible Spending Account to accompany the HSA was implemented
s0 those employees inthe HSA can still have access to tax-advantaged dollars for other health expenses

The Healthcare value is enhanced by the 2-month premium holiday recently provided lo employees

The prescription drugs and vision coverages are bundled under the medical plan and included in the medical premiums

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

A PPO is the prevalent plan type in the Private Sector Market Plan design features have remained consistent
= Median deductible of $1,000/$2,000, out-of-pocket max of §3,500/57,000 and 15-20% coinsurance

+ Employees pay approximately 20-30% of medical premiums, 35% of dental and 100% of vision

= APPO is also the prevalent plan type in the Public Sector Market

= Median deductible of $750/§1,500, out-of-pocket maximum of $3,500/87 000 and 15% coinsurance

+ Employees pay approximately 15-25% of medical premiums, 35% of dental and 100% of vision

The State plans had changes madeto the plan provisions and premiums. The State's PPO is more competitive when compared to the Private Sector due

HEs == [FHE to lower plan design cost sharing (deductibles and coinsurance). The ather two plans are less competitive.

The State's PPO health care plan is below the public sector market median. It should be noted that public sector health care programs do not vary as
significantly as they do in the private sector

Public = P25-P50

Health Care
Idaho vs. Private Sector - Health Care
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Disability

Private = > P75

Disability

Benefits Review — Disability

Key Findings

Sick Leave State employees accrue sick pay (4 hrs per pay period; i e 12 days per year) with no limit on carryover anto the following year

+ By notlimiting carryaver, employees may be able to use their sick leave to help cover short-term illnesses/disability at 100% of pay

Short Term Disability (STD)- after a 30-day waiing period, the State provides employees with an employer-paid STD program for a period up to 26 weeks
covering 60% of pay up to $6,000 menthly

Long Term Disability (LTD): the State provides an LTD benefit of 60% up to a $6,000 monthly maximum after 26 weeks, ending at age 70

Sick Days / Leave: 5 to 7 sick days annually (with no carryover) is prevalent in the Private Sector, while 10-12 days is more common in the Public Sector.
Carry over of sick days continues to be prevalent in the Public Sector, butis notin the private sector

STD: Employer-paid STD is more prevalent in the Private Sector but has some prevalence in the Public Sector. The median STD benefit is 60% of pay
LTD: 60% employer-paid benefitis most prevalent in both the Public and Private Sector markets
= Monthly LTD maximums are higher in the: private sector ($10,000 at the median) than the public sector (36,000)

The State’s combination of sick days (100% of pay), employer paid STD (60% of pay) and employer paid LTD (60% of pay) is above market practice and
pravides very competitive income replacement
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[
Benefits Review — Life Insurance

Life Insurance Key Findings

The State provides employees with basic life and accidental death and dismemberment (AD&D) benefits of 1 imes salary with no maximum
+ The benefit includes not anly employee benefits but also $10,000 in spousal life coverage and $5,000 in dependent life coverage (State paid).

= Supplemental life coverage of an additional 1 to 3 times pay is available to employees, with spouse coverage of upto $50,000 and child coverage of
$10,000 (all employee paid) also available for voluntary purchase

= Police Officer Optional Life: $50,000

The prevalent Public Sector pracfice is to provide a flat basic life benefit or a salary-based benefit that caps the benefit for anyone earning more than
Market $50.000

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

Private = ~ P50

The State’s beneft for life insurance is aligned with the Private Sector market median

Public = > P75 The State’s salary-based life insurance benefit with no maximum s above the Public Sector market

Insurance

1

42
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Insurance

Reimbursement

Idaho vs. Public Sector - Life Insurance
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Benefits
Benefits Review — Other Benefits
Other Common o
Benefits ‘ Idaho ‘ Description
Flexible Spending Very common. FSAs are set upto allow employees to make pre-tax confributions (upto alegal maximum established
Accounts (Health Provide each year) for use in paying for healthcare costs such as medical copayments and dependent day care costs. They
and Dependent Care) may be setup to pay for adoption costs.
: - These are becoming very common with a goalto provide the health support and to provide resources to help workers
Health and Financial . . .
Provide manage shortand long-term finances. This can include a variely of programs such as EAP, services aimed at financial
Wellness Programs
wellness like purchase programs, mortgage, home/auto, and standard wellness offerings.
Leave Benefits Provide Unpaid Leave Benefits, such as medical leave and personalleave.
Paid Leave Benefts, such as sick leave, bereavement, jury duty, maternity, adoption, etc.
Transportation No These accounts are sponsored by the employerto allow the employee to contribute funds for parking or public
Accounts transportation with pre-tax funds (upto a legal maximum established each year).
Tution reimbursementvaries by each State agency's policy.
Tuition . Companies that offer tuiton reimbursementtypically agree to pay a set amount or percentage of your tuiton and other
: Varies : ; :
Reimbursement education expenses for a degree or study program.Typically, your employer will require you to pay for everything on
your own first
The State has a loan repayment program limited to few jobs.
Student Loan — Student loan reimbursement programs are emerging trends. Given the increasing amountof debt students are facing,

employers are giving more consideration to these programs as an atiractive recruitment and retention strategy. The
programs range from loan managementand advice all the way up to repayment assistance.
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Total

Compensation
Total Compensation compared to market P25 (on Midpoint)

The table below reflects Idaho’s target total compensation (midpoint plus benefits value) by grade in
comparison to the two markets

= The addition of the highly competitive benefits values to Idaho’s midpoint improves the overall position for total compensation against
the private-sectorand public-sector markets, falling at or above P25 for both markets

Idahe Employees w/Total Compensation on Midpoint ! Market Total Compensation
Grade | Idaho Current | Idaho Current | idaho Current | Private fdabiafotaC omotdalio ot
Midpoint Benefits Total Comp Mkt oMb eom
Private Sector | Publi
T $175.000 560,434 $235.434 $251,392 $258.147 -6.3% -6.8%
R $150,000 556,538 $206,539 205,750 $214.858 0.4% -3.8%
Q $130,000 552,606 162,806 $162,207 $192.584 0.3% 5.1%
P $113.000 547,829 $160,829 5160,589 $163,946 0.1% -1.9%
o $99.400 $45,035 §144 435 $143.828 $147.904 0.4% -2.3%
N $88.300 $42.221 $130.521 $129,872 $134.455 0.5% -2.9%
M $79.000 540,052 $119,052 5118.804 $123,762 0.2% -3.8%
L 569,400 $37.787 $107,187 $103,901 $110,067 3.2% -2.6%
K $61.400 535,972 $97.372 $91.352 596,496 6.6% 0.9%
J $54.600 $34.474 $89.074 $80,903 $85,305 10.1% 4.4%
| $49.000 $32.857 $81.857 $71,958 $77.859 13.8% 5.1%
H $41.500 $31.852 $73.352 564,591 $70.498 13.6% 4.0%
G $36.500 531,262 $67.762 $56,903 564,863 15.0% 4.4%
F $32.400 $29.928 362,328 364,935 $60,633 13.6% 28%
E $29.000 $29.613 $58.613 $52,156 $57.879 12.4% 1.3%
D $26.000 §$30.747 $56.747 $52.401 $58,520 8.3% -3.0%
Overall 6.6% 0.6% e 45

Total
Compensation

Total Compensation compared to market P25 (on average pay)

The table below reflects Idaho’s average total compensation (average pay plus benefits value) by grade in
comparison to the two markets

= Similar to the target pay position, the addition of the highly competitive benefits values to Idaho’s average base salary improves the
overall position for total compensation against both markets, falling at the desired P25 positionin both markets

Idaho Employees w/Total Compensation on Avg Pay | Market Total Compensation
Idaho Current | Idaho Current | Idaho Current \da;\&CImea
Average Pay Benefits Total Comp r.c
Publi
T $164.607 560,434 5224 941 5261392 $268.147 -10.5% -12.9%
R $142,620 $56.395 $199.015 $205,705 $214.741 -3.3% -7.3%
Q $127.236 552,610 160,046 $162,209 $192.567 -1.2% -6.5%
P $106,962 546,006 154,968 160,691 $164,087 -3.6% -5.6%
0 394,950 $45.102 $140,052 $143,869 $147 958 2 7% -5.3%
N $83.658 $42.304 $125,962 $129,922 $134 622 -3.0% -6.4%
W $74.761 $40.099 $114.860 $118,832 $123.800 -3.3% -7.2%
L 565,644 $37.638 5103.484 $103.933 $110.109 -0.4% -6.0%
K $56.108 $35.972 $94.081 $91.352 596,496 3.0% -2.5%
J 352,068 $34.475 $86,543 580,904 $85,308 7.0% 1.4%
| 345,539 532,857 578,397 $71,958 77,859 5.9% 0.7%
H $41.476 $31.850 $73.326 $64,591 §$70.498 13.5% 4.0%
G $39.103 $31,262 $70,365 $56,903 564,863 19.5% 8.5%
F $33.716 529,928 $63.643 $54.935 560,633 15.9% 5.0%
E $32.445 $29.613 $62,067 362,156 357,879 19.0% 7.2%
D $37.024 530,747 $67.771 $52,401 68,520 29.3% 15.8%
Overall 3.7% 2.2% ©2023 - 46
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Total

Compensation
Total Compensation compared to market P50 (on Midpoint)

The table below reflects Idaho’s target total compensation (midpoint plus benefits value) by grade in
comparison to the two markets

The cverall position for total compensation is well below market P50

Idahe Employees w/Total Compensation on Midpoint !

Market Total Compensation

Idaho Total Idaho Total
Grade Idaho Current | Idaho Current | idaho Current | Private Sector | Public Sector | Comp % from | Comp % from
Midpoint Benefits Total Comp Mkt P50 Mkt P50 P50 Private P50 Public

Sector Sector

T $175.000 560.434 5235434 5314557 $297.83:1 -25.2% -21.0%
R $150.000 556,538 $206,539 5249618 $253.517 -17.3% -16.6%
Q $130.000 552,606 162,806 $220,322 $230.748 -17.0% -20.8%
P $113.000 547,829 $160,829 $193,547 $196,508 -16.8% -18.1%
o] $99.400 $45.035 §144 435 $172,666 $176,511 -16.3% -18.1%
N $88.300 $42.221 $130.521 $155.484 $159.899 -16.0% -18.3%
M $79.000 540,052 $119,052 $141.714 $146.575 -16.0% -18.7%
L $69.400 $37.787 $107,187 $124.114 $130.311 -13.6% -7.7%
K $61.400 535,972 $97.372 $108,253 $114.132 -10.9% -14.7%
J $54.600 $34.474 $89.074 $96,910 $100,911 -S.1% 11.7%
| $49.000 $32.857 $81.857 $86,385 $92,283 -5.2% -11.3%
H $41.500 $31.852 $73.352 $77.724 $83.693 -5.6% -12.4%
G $36.500 531,262 $67.762 $70.925 $77.023 -4.5% -12.0%
F $32.400 $29.928 $62,328 565,883 $71,754 -5.4% -13.1%
E $29.000 $29.613 $58.613 $62,283 $68,221 -5.9% -14.1%
D $26.000 §$30.747 $56.747 $61,342 $67.734 -T.5% -16.2%
Overall S12.0% -15.8%
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Total
Compensation

Total Compensation compared to market P50 (on average pay)

The table below reflects Idaho’s average total compensation (average pay plus benefits value) by grade in
comparison to the two markets

= The overall position for total compensation is well below market P50

Idaho Employees w/Total Compensation on Avg Pay

|

Market Total Compensation

Idaho Total Idaho Total
Grade Idaho Current | Idaho Current | Idaho Current | Private Sector | Public Sector | Comp % from | Comp % from
Average Pay Benefits Total Comp Mkt P50 Mkt P50 P50 Private P50 Public

Sector Sector

T $164.507 560434 5224 941 5314 867 $297.831 -28.5% -24 5%
R $142,620 $56.395 $199.015 5249618 $253.517 -20.3% -21.5%
Q $127.236 $52.810 5180.046 $220,322 $230,748 -18.3% -22.0%
P $106,962 546,006 5154,968 $193.547 $196.508 -19.9% -21.1%
0 394,950 $45 102 $140,052 5172 666 $176,511 -18.9% -20.7%
N $83.658 542,304 $125,962 $155 484 $169.899 -19.0% -21.2%
W $74.761 $40.099 $114.860 $141.714 $146.,575 -18.9% -21.6%
L $65.644 $37.839 5103484 5124114 $130.311 -16.6% -20.6%
K 556,108 $35,972 $94.081 $109.253 $114,132 -13.9% -17.6%
J 352,068 5$34.475 $86.,543 $96,910 $100,911 -10.7% -14.2%
| $45.539 532,857 $78,397 $86,385 $92,283 -92% -15.0%
H $41.476 $31.850 $73.326 $77.724 $83,693 5.7% -12.4%
G $39.103 $31.262 $70.365 $70,925 $77.023 -0.8% -8.6%
F $33.716 529,928 $63.643 565,883 $71.754 -34% -11.3%
E $32.445 529,613 $62,067 362,283 $68,221 -0.4% -9.0%
D $37.024 530,747 $67.771 $61,342 367,734 10.5% 0.1%
Overall -14.6% -18.3%
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APPENDIX

Total Compensation Market Competitiveness — P25
- Idaho vs. Private and Public Sector — Pay Grade |

Idaho Actual Pay Mix

@ Base Salary
(@ Benefits

580,000 $78,397 577,850
$71,958

570,000
$50,000

$49,103

Private Sector Average Pay Mix
® Base Salary
D Benefits

$20,000 $45,539

ldaho Private Public

Public Sector Average Pay Mix
@ Base Salary
10 Benefits

Private
445,539
'_ $32.857 $22.855 $31.211
$78,397 $71,958 $77.859

served | 50
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Total Compensation Market Competitiveness — P50
- Idaho vs. Private and Public Sector — Pay Grade |

@ Base Salary
(@ Benefits
5100,000
592,283
590,000 $86,385
80,000 478,397
$70,000
560,000 Private Sector Average Pay Mix
§50,000 B Base Salary
@ Benefits
540,000
530,000 $59,723
20,000 $45,539
$10,000
50
Idaho Private Public
Public Sector Average Pay Mix
@ Base Salary
O Benefits
Private
Base Salary 545,539
532,857 $26,662 $35,546
Total Compensation | $78,337 $86,385 $92,283
© 2023 | served | 51

Total Compensation Market Competitiveness — P25
- Idaho vs. Private and Public Sector — Pay Grade L

ldaho Actual Pay Mix
® Base Salary
@ Benefits

5120000

$110,109

$103,484 $103,933
$100,000
480,000

Private Sector Average Pay Mix
560,000 B Base Salary
10 Benefits
540,000 578,118
$65,644
520,000
50
Idaho Private Public

Public Sector Average Pay Mix
@ Base Salary
@ Benefits

Private

Base Salary §74,760
$37.839 §25,815 §35.350

$103,484 $103,933 $110,109

Total Compensation
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Total Compensation Market Competitiveness — P50
- Idaho vs. Private and Public Sector — Pay Grade L

$140,000

$120,000

$100,000

$124,114
$103,484
$93,970
$65,644
Idaho Private

Base Salary

Public

Private

593,970

$37.839

430,144 540,278

5103,484

5124,114 $130,311

Idaho Actual Pay Mix
1B Base Salary
10 Benefits

Private Sector Average Pay Mix
@ Base Salary
@ Benefits

Public Sector Average Pay Mix
@ Base Salary
@ Benefits

Total Compensation Market Competitiveness — P25
- Idaho vs. Private and Public Sector — Pay Grade O

I140i52

$94,950

$147,958

$143,869

594,950

Private Public

Private
5106,767

§45,102

530,215 541,190

Total Compensation

$140,052

$143,869 $147,958

® Base Salary
1@ Benefits

Private Sector Average Pay Mix
B Base Salary
(@ Benefits

Public Sector Average Pay Mix
B Base Salary
O Benefits
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Total Compensation Market Competitiveness — P50
- Idaho vs. Private and Public Sector — Pay Grade O

Idaho Actual Pay Mix

B Base Salary
@ Benefits

$200,000
180,000 $172,666 $176,511
$160,000

5140,000 $140,052

5120,000 Private Sector Average Pay Mix
@ Base Salary

@ Benefits

$100,000
580,000

137,608
560,000 S

$94,950

520,000

Idaho Private Public

Public Sector Average Pay Mix
@ Base Salary
10 Benefits

Public
594,950 $129,342
545,102 $35,058 $47.168
$140,052 $172,666 $176,511

Private

Korn Ferry Private Sector — Idaho Neighbors —

Orgs with employeesin ID, MT, NV, OR, UT, WA, WY

= 3M Company = ASCM Assaciation for Supply Chain Management = Calgon Carbon

= 80 Acres Farms = Associated Food Stares = Campari America

= 99 Cents Only Stores = At Home = Carilion Clinic

= Aaraon's, Inc. = Atlantic Health System = Carson Tahoe Regional Healthcare
= Abercrombie & Fitch Ca = Atmos Energy Carporation = Casper Sleep Inc.

= Ace Hardware = Atrium Health = Caterpillar Inc.

= ACRT Services = AutoLiv = Centric Brands

= ACUITY = Avis Budget Group = Chanel, Inc.

= Aegion = Ball Corporation = Chico's FAS, Inc.

= AgReserves = Bass Pro Shops = Christmas Tree Shop

= Air Products & Chemicals, Inc. = Bath & Body Works (fks L Brands) = Cinemark USA, Inc.

= Akzo Nobel = Beam Suntory = CommonSpirit Health

= Albaugh = beeline group = Confluence Health System

= Albemarle Corporation = Belk, Inc. = Constellation Brands, Inc.

= ALDI Inc. = Best Buy Co,, Inc. = Coverys

= ALS Limited = Bevmo Holdings LLC = Crocs, Inc.

= Amazon.com, Inc. = Biglots = Dart Container

= American Civil Liberties Union = Blue Federal Credit Union = Dawvid Yurman

= American Enterprise Group, Inc. = BMW - BMW Financial Services = Deckers Qutdoor Corporation
= American Plastics = BMW - BMW Manufacturing = Deere & Company

= Amsted Industries, Inc. = Boston Beer Company, The = Delicato Family Vineyards

= Amway -- Alticor Inc. = Boumns, Inc. = Delta Dental Plan of Colorado
= Andersons, Inc., The = Brewery Ommegang Duvel Moortgat USA = Department of Veterans Affairs
= Ardent Mills = Brewery Ommegang Duvel Moortgat USA —

= Ascena Retail Graup Boulevard Brewing Ca.

56
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DET NORSKE VERITAS

Dick's Sporting Goods, Inc.

Dollar Tree Stores, Inc.

Dominion Resaources, Inc.

Dow

DSW, Inc.

Duke University Health System
Dyno Nobel

Eaton Corporation

Edrington Group USA, LLC.
Elkem Silicones USA Corporation
Embraer

Empower fla Empower Retirement
Engie ({formerly GDF SUEZ Energy) North America
Evonik Degussa Corporation
Express, LLC

FBL Financial Group, Inc.

FedEx Corporation

Ferrero USA

FIFCO USA

Fitesa Fiberweb

Flexco

FN America

Fossil Group

Freeport-McMoRan Caopper & Gold

Galls

GameStaop Corp.

Gap Inc.

General Electric Company — Baker Hughes
Granite Construction Incarporated
Greater Nevada Credit Union
Griffith Foods

Groupe SEB

H &R Block

H&M Hennes & Mauritz, L.P.
H.B. Fuller Company

Hallmark Cards, Inc.

Harbor Freight Tools

Harmony Biosciences

Health Care Service Corporation
Heaven Hill Distilleries, Inc
Heineken USA, Inc.

Helzberg Diamonds

Hershey Foods Corporation
Home Depot, Inc., The

Hugo Boss USA, Inc.

Humana Care Plan, Inc.
Hunterdon Medical Center
Hy-Vee, Inc.

IKEA AB

Korn Ferry Private Sector — [daho Neighbors — Orgs with employees in ID, MT, NV, OR, UT, WA, WY
(continued)

Incitec Pivat

Innophos, Inc.

Intermountain Healthcare, Inc.
Invitation Homes

Japan Tobacco Inc. - JT International USA, Inc.
jcpenney Corparation

Jo-Ann Stores, Inc.

John |. Haas

K&L Gates

Kaiser Permanente - Southern California Region
Kansas City Life Insurance

Kemin

Keurig Dr Pepper

Kimberly-Clark Corporation

Kohl's Corporation

Kootenai Medical Center
KraussMaffel Technologies GmbH
Kum and Go

Kuraray America

L.L. Bean, Inc.

LanXess

Legacy Health System

Lifelabs Learning

LifeNet Health

57

Linde Group, North America Inc.
L'Oreal USA

Lowe's Companies, Inc.

Lubrizol Corporation, The
Lundbeck Inc.

Luxottica

LVMH Moet Hennessy Louis Vuitton
Macy's, Inc.

Mast-Jagermeister US

Mattel, Inc.

Mayo Clinic

MFA Qil

Michaels Stores, Inc.

Michelman Inc.

Mid-Continent Research for Education and Learning
(McREL)

Montana State Fund

Moog, Inc.

MultiCare Health System
National Vision, Inc.

Nevada Gold Mines

NewMarket Corporation

Nike

MNova Malecular Technologies
NOVASEP

Occidental Pefroleum Corporation
OCI Enterprises Inc.

Octapharma

Office Depat, Inc.

Oregon Community Credit Union
QOunce of Prevention Fund
Ozarks Medical Center

Pandora Jewelry

PeaceHealth

Peets Coffee &Tea
PERFORMANCE CONTRACTING GRGOUP
Perry Ellis International, Inc.
PETCO

PetSmart, Inc.

Physicians Mutual Insurance Company
PLS Financial Services

Premera Blue Cross

Presbyterian Healthcare Services
PVH Corp

Quest Diagnostics

Ralph Lauren

RB&G Engineering

Recreational Equipment, Inc.
Remy Caintreau USA, Inc.
Renown Health System

Korn Ferry Private Sector — [daho Neighbors — Orgs with employees in ID, MT, NV, OR, UT, WA, WY
(continued)

Ring Container Technologies
Ross Stores

RTI International

Saks Incorporated

Sally Beauty Company
Samuel, Son & Ca.

Sazerac Company

Sentara Health System
Shoe Carnival

Signet Jewelers Limited
Sonoco Products Company
Southern Baptist Hospital of Florida Inc.
Southwest Gas Corporation
Sprouts Farmers Market, Inc.
Stone Brewing Company
Sutter Health

Symbria

Syncreon

Tactile Medical

Tapestry, Inc. - Coach, Inc.
Target Corporation
Tekni-Plex

The Chemours Company
The Container Store Inc.
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Korn Ferry Private Sector — [daho Neighbors — Orgs with employees in ID, MT, NV, OR, UT, WA, WY

(continued)

= The Estee Lauder Companies, Inc.
= The Kraft Heinz Company

= The Kroger Company

= The RealReal

= Tiffany & Co.

= Tipp Enterprises - Novamex

= Torrid, LLC.

= Tory Burch

= Tractor Supply Company

= Traditions Health

= Tuesday Morning, Inc.

= Tunnell Consulting

= Tuscarora Wayne Group of Companies
= Tyson Foods, Inc.

= Ulta Inc.

= Union Pacific Corporation
UnitedHealth Group

University of Colorado

University of Colorado Health
University of Colorado Health - University of CO
Hospital

University of Washington
University of Wyoming

Ursa Major Technologies
US Ecology

Utah Valley University
Vail Health

Valvoline

Vertiv

Vizient Southeast, Inc.
W R Grace &Co
Walgreens Co.

Walmart Stores, Inc.
Wayfair Inc

WD-40 Company
Weber State University
WEG Industries

Western Wyoming Community College
Westlake Chemical Corporation
Williams-Sonoma, Inc.
Wood Group

Xeris Pharmaceuticals
Yumn! Brands, Inc.
Zoltek Companies, Inc.

59
Korn Ferry Public Sector — Western Public Services —
Orgs with employeesin ID, MT, NV, OR, UT, WA, WY,AZ, CO, NM
= Cache County = Snyderville Basin Special Recreation District
= City of Bountiful, UT = South Jordan City
= City of Denver, CO = South Metro Fire Rescue
= City of Gillette = State of Arnizona
= City of Las Vegas, NV = State of Colorado
= City of Murray, UT = State of Idaho
= City of Ogden, UT = State of Montana
= City of Phoenix, AZ = State of Nevada
= City of Portland, OR = State of New Mexico
= City of Renton, WA = State of Oregon
= City of Seattle, WA = State of Utah
= City of Vancouver, WA = State of Washington
= Calorado Housing and Finance Autharity = State of Wyoming
= County of King, WA = Tooele County School District
= County of Klickitat, WA = Utah County Government
= County of Salt Lake, UT = Utah System of Higher Education
= County of Whitman, WA = Washoe County
= Eagle Mountain City = Washoe County School District
= Herriman City
= Maricopa County Community College District
= Metropolitan Water District of Salt Lake and Sandy
= North Davis Sewer District
= Salt Lake City Corporation
60
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Thank you

Cheryl Mikuls

Senior Client Partner

Tel: 816.456.2651
Cheryl.Mikuls@kornferry.com

Lisa Bailey
Senior Consultant
Lisa.Bailey@kornferry.com

\ {' KORN FERRY
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APPENDIX B: MILLIMAN REPORT

To view a larger resolution of the report below, visit: https://dhr.idaho.gov/milliman2023/

MILLIMAN REPCRT

State of Idaho

Custom Compensation Survey
Final Report

Cctober 2023
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Introduction

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

The information within this report provides detailed results ofthe survey as well as a summary ofthe methodology and processundertakeninthis effort. The
results support atransparent compensation philosophy and setthe foundation for aligning pay with the marketto ensure thatthe State is a competitive employer
ableto attract and retain the requiredtalentwhile managing its budgetin afizcally responsible manner. Millimanhas developedand followed sound compensation
methods forthe analysis. The results andfindings are contained herein and presentedtothe Division ofHuman Resources ("DHR") forthe State of Idaho.

Methodology

Milliman's methodology inthis study is consistertwith our process inthe pastseveral years and comprised a review of both the actual average salaries of
paricipating entities as well asthe salary structures in which wages are administered. Interms of comparison percentages, the State's actual average salaryfor
gach position is comparedto the median ofthe survey resulis.

STAKEHOLDER INPUT

Milliman conducted interviews with twelve stakeholders prior to the survey design in 2017. The stakeholders were a mix of State legislators and department
directors. The interviews covered a set list of questions to help Milliman detemmine the relevant labor market and confirm the list of survey benchmarks. The
interviews continue to be relevant as we utilizedthe same surveyformat and labor market definition as in pastyears.

SURVEY BENCHMARKS

The sunvey process beginswith identifying a core group of jobs within the State’s systemto be used as benchmarksfor conducting salary data comparisonswith
otheremployers inthe market. Benchmark jobs are State jobs that serve as the market anchor points because they are comparable to jobs readily identifiable and
commaonly foundin the marketplace. Benchmark jobs are usedto compare the State's salariesin relationship to the marketinwhich it competes forlabortalent.
The selection of core benchmarks provides an element of consistencyin pay comparisons conducted yearto year.

The selection of benchmark jobs also provides the basis foridentifying the State’s labor market and the appropriate sourcesfor peer data collection. The following
are characteristics of good survey benchmarks:

- Representacross-section of positions andthe types andlevels of work performed atthe State;

- Are well-establishedand generally have multiple incumbents, representing a significant portion ofthe workforce;

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

- Are available forcomparisoninthe State's defined labor market.
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Siuty-six (66) benchmark jobsare includedinthe custom survey representing approximately 3,500 employees within State classifications. The surveyed jobs are
listed below.

SURVEY JOB TITLES

101 Accounting Technician 105  Financisl Management Anshest, Senior 108 Training Specialist
102 Disability Clains Adjudicator 106  Budget Manager 110 Tax Auditor, Senior
103 Grants Officer 107  Finance Department Director

20 Desktop Suppart Technizian 204 Metwork Anshyst 207 Information Systams M
202 Programmen’Anahyst 205 Web Developer 208 IT Security Anahyst, Senior
203 GI5 Anshyst 208 Dastabszs Anshyst 208 Software Enginesr

301 Receptionist 307 Frogram Support Spacislist 312 Pubiic Information Specialist

302 Administrative Assistant 308 Frogram Administrator 313 Pubiic Information Officer

303 Shipping/Recsiving Spacislist 309 Graphic Design Specialist 314 Resaarch Analyst

304 Customer Sarvice Reprasentative 310 Buyer 315 Project Manager

305 Office Support Spacialist 311 Legal Ascistant 316 Library Assistant

306 Office Support Supervisor
. PUBUCWORKS/OPERATIONS /PARKS &RECREATON

501 Custodfian 505 Foadway Maintenance Technician 510 Electrician

502 Maintenance Craftsman 508  Parks & Recreation Manager 511 Plumber

503 HVAC Technician 509 Carpenter 512 Buikding Superintendent

B0 Digtary Aids B0 Registersd Murss B0  Welfare Clinician
02 Registered Distitian MNurse Manager (RN} B11 Health Education Specialist
603 Licen=sad Practical Murse 807 Welfare Services Technician 812 Heslth Program Managsr

TO1 Comectional Officer TS  Comectional Lisutenant THE  Police Officer
TO2 Probation/Parole Officar T Comectional Manager T8  Paolice Captain
703 Social Worker TOT  Fich & Game Officer, Senior

802  Scientist 805  Forensic Scientist, Senior 809  Engineer (Civil)
804  Chemist, Senior 808  Engineer (Technical) 810  Enginsering Manager
State of |dzsho Custom Compensation Survey z Owctober 2023
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LABOR MARKET

The survey process requires defining the relevantlabor marketfor collecting and comparing competitive compensation data, markettrends, and salary budget
planning information. The State’s primary labor marketincludes both public and private sector employers within Idaho thatthe State competes with forthe
recruitment and retention of employees. In addition, the State also competeswith employers outside ldahoin situations where the supply and demandfor positions
imposes cross-border recruiting and retention evaluation. To identifythe appropriate survey sample of organizations, consideration was giventothe relevant peer
group for the State. Milliman utilized the same group of peers from the prioryear to invite for paricipation, which included the targeted organizations from the
technology sector as well as larger, private arganizations within the State. The organizations invited to paricipate consisted of more than one-hundred fifty (150)
public and private sector organizations, ata roughly oneto one ratio with slightly more private than public organizations. Thirty-nine (39) organizations replied to
the survey. The custom survey paricipants are listed below.

SURVEY PARTICIPANTS

Ada County | Boise, 1D Idaho Power Company | Boise, [T

Ada County Highway District | Garden City, ID J.R. Simplet | Boise, 1D

Bannock County | Pocatello, D Hootenai County | Cosur dAlens, [T
Bingham Memorisl Hospital | Blackfoot, 1D Lewiston Independent School District Mo, 1 | Lewiston, [T
Bonner General Health | Sandpoint, 1D Micron Technolegy Inc. | Boise, ID
Bonneville County | |dsho Falls, 1D Maorth |dsho College | Cosur 4 Alens, D
Buck Knives, Inc. | Post Falls, 1D Saint Alphonsus Heslth System | Boise, D
Camyon County | Caldwell, 1D Scentsy, Inc. | Meridian, [T

City of Boise | Boise, D State of Montans | Helena, MT

City of |daho Falls | Idshe Falls, ID State of Mewvada | Carson City, NV
City of Lewiston | Lewiston, D State of Oregon | Salem, OR

City of Meridian | Meridian, 1D State of Utah | Saht Lake City, UT

City of Pocatello | Pocatello, 1D State of Washington | Ohympia, WA

City of Spokans | Spokane, WA State of Wiyoming | Cheyenne, WY

City of Twin Falls | Twin Falls, IT The College of |daho | Caldwell, ID

D&B Supphy | Cakdwell, ID Twin Falls County | Twin Falls, ID

Delta Dental of |daho | Boiss, ID VacasalLC | Boise, ID

Gonzaga University | Spokans, WA Walley County | Cascade, D

Gritman Medical Center | Moscow, 1D WinCo Foods | Boise, D

|dsho Mational Laboratory | [dshe Falls, 1D
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DATA COLLECTION AND ANALYSES

General guidelineshave beenincorporatedinto the compensation profession relative to how compensation surveys are conducted considering permissible issues
surraunding data collection. These guidelinesinclude maintaining confidentiality ofthe data of all participating arganizations and using a third-party to conductthe
survey. Use ofa third-party removes the opportunity to bias the data and receive inappropriate information. One primary focus is to avoid any real or perceived
anticompetitive *wage fixing.” The guidelines helpto ensure that data are not used by competitors for discussion or coordination of compensation andto avoid bias
by individual employersin applying data results. The generally accepted compensation guidelines provided below are intendedto ensure thatthe purpose of
exchanging datais to gatherinformation aboutthe labor market sothat decisions can be made regarding the State’s competitive position and adjustwagesin
responsetochanging market condtions.

= tilize third parties ratherthan exchanging pay information directly with market competitors.

- Ensurethere are at leastfive data responsesreported for benchmark percentiles (four responses are requiredto report average and median), with no individual
participant's data representing more than 25% ofthe data. If all participants for an individual survey job are public entities, then the response requirementfar
median and average is reducedtothree.

= Survey output should be aggregatedratherthan showing individual paricipant data, directly or indirectly, to protect paricipant confidentiality.
= Actual pay data should reflect current or recently historicalvalues (no maore than six months old) ratherthan future pay intentions.
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The following charts illustrate the paricipant demaographics.

Participants by Location




State of |dsho Custom Compensation Survey

Participants by County/State

‘Wiyarning 1

October 2023
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DATA EFFECTIVE DATE
All data inthis report are effective as of August 1, 2023. Please note that select data on the Compensation Summary have been geographically adjustedto reflect
the |daho state market.

Mon-management jobs from surrounding states were geographically adjustedto reflectthe Idaho state market. Management jobs were not adjusted as they are
regionally recruited, andthe local market data is relevant and appropriate to aggregate.

GEOGRAPHIC DIFFERENTIALS

Becausewage andincomelevels are different across the nation and even within local labor markets, differentialsthatfactorin economicvariations are calculated
and appliedto datathat the State collects from employers outside [daho. Differentials are calculated by referencing the Economic Research Institute (ERI),
GeographicAssessor Reportandfigures reflect average wage and income levels by location. The State of ldahoisthe base state and datafromthe other states
are adjusted comparable to the base. Forinstance, if the statewide average wage and income levels for another state are 10% above Idaho, the data collected
fromthat state are decreased by 10% to be comparable tothe State of [daho’s market. If another state’s wage andincome levels 5% below ldaho, data collected
fromthat state are increased by 5%.

DEVELOPMENT OF SURVEY QUESTIONMAIRE
Milliman composeda draft of the questionnairein orderto adequately study various elements includedin the survey. DHR then reviewedthe questionnairefar any
changes, modifications orrevisions needed priorto distribution. The survey questionnaire can be foundinthe Appendix.

ADMINISTRATION OF SURVEY
Milliman distributed the survey questionnaire to the identified survey sample of organizations. Milliman also made follow-uptelephone callsand emailsto targeted
participants to encourage participation and was available to answer gquestions aboutthe survey andto help participants complete theirforms.

Milliman then collected, coded, and reviewedfor completeness all survey responses. Milliman also contacted participants if additionalinformation or clarification
was needed. It was then reviewedfor reasonableness and deviation from statistical noms.

Findings and Observations

FINDING S

Using atargeted group of peerorganizations, and gathered as of a common pointin time, we compared the State's actual salary practice to the market. The base
salaries atthe State, on average, are 11% belowthe market 50 percentile (the 50% percentile is the statistical middle ofthe data set)and 1% belowthe market
25% percentile. This means the average of actual salaries (not salary ranges) of all employees in benchmark jobsis approximately 11% below the actual salaries
atthe middle ofthe market. This also meansthatthe average of actual salaries of all employeesin benchmark jobs is lower, on average, than 75% of the actual
salaries inthe market.

Pages 10-21 compares benchmark positionstothe marketin a variety of ways. Care should be taken when comparing the overall position to the market reference
paints. Cur findings ofthe State’s overall competitive position (-11% belowthe 509 and -1% belowthe 25%) is a simple average of all benchmarked employees at
the State. It does notmeanthat each employee within the State's compensation planis paidatthe referenced market positions.

The firstset oftables (pages 10-13)is sorted by survey job number. The second setoftables (pages 14-21) contains primarily the same information butis
subtotaled bythe State's pay grade using an employee weighted average. This report allows for competitive comparisons by pay grade.
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The charn belowillustratesthe State’s competitive position comparedto the market percentiles. The char shows thatthe State’'s pay (shown as the dotted black
line), on average, isinline with the market 25% percentile, with somevariation. While many jobs fall above the 25% percentile line, quite a few jobs are falling
significantly belowthe 255 percentile. When looking at the 50% percentile of the market, almast all State jobs reviewed fall belowthis market postion.
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EXPLANATION OF DATA TERMS AND TABLES
The tables onthe following pages contain a summary ofthe survey results and a comparisonofthose results to the State's average pay for each benchmark. The
firsttable is sorted by survey job code. The secondtable is sorted and subtotaled bythe State's pay grade. The followingterms are used:

TERMS DEFINITIONS

Survey Job Code The unigus survey numbsr assigned to the job

=of Ongs The number of organizations matching the job

# of Incumb The number of incumbents in the job acress all matching organizations

Markst Base Pay 25" The market salany level stwhich 253 of organizations pay below

Markst Base Pay 50" The market salany level where half of organizations pay sbove and half pay below

Warkst Baze Pay T80 The market s3lany level at which 253 of organizations pay sbove

Markst Pay Structurs Min 500 The market pay structurs minimum {or first step) value st which half of organizations report sbove and half report below
Market Fay Structurs Mid 50" The market pay structurs midpoint (or middle step) valus st which half of organizations report sbowve and half report below
Market Pay Structure Maxx 500 The market pay strecturs maximim {or lzst step) value at which half of organizations report above and half report below
Markst Pay Structurs Comps-Ratio 500 The ratio of average bsss pay to the pay structurs midpoint, expressed 35 3 percentags

State of |dsho Fay Grads The grade the job is assigned to within the State’s compensation plan

State of |dsho #of EEs The number of State employees in the job

State of |dsho Avg Base Pay The awerage annualzed base salany of incumbsents in the job 3= of August 1, 2023

State of |dsho % of Mkt Base 25" The State’s sverage base pay divided by the Market Base Pay 25" | represented 2= 3 percentage

State of ldaho 3 of Mkt Base 50" The State's averags base pay divided by the Market Base Pay 80" | representad a3z 3 percentage

State of |daho Rangs Midpoint The State’s salary rangs midpoint valus that comslstes with the State of |dsho Pay Grads

State of |daho % of Mkt Mid 50" The State’s Range Midpoint divided by the Market Pay Structure Mid 50" , represented as 3 percentage

[

75|Page




SUMMARY RESULTS DATA BY SURVEY JOB CODE
MARKET BASE PAY LARK] STATE OF IDAHO

% OF W OF

SURVEY MKT MKT
JoB #0F #0F MIN MID BASE BASE RANGE
CODE SURVEYJOBTITLE ORGS  INCUMB 30TH 0TH 25TH H0TH MIDPOINT
1] ?;:f:g‘::gr T a10 Fd4,000 4B 048  FE46T3 40,011 F48,173 F5TETT 01% H F4Z083 85T 85.5% $46,688 96.9%
102 E;Hﬁgyu?im Li] T 354,185 358,434 384411 J48334 559,059 70,856 101% K F5558T  1033% IR 09,075 115.8%
103 Grants Officer 18 felics) 354,172 363,087 347,431 52058  BO2.081 374,047 % L 3003 1163% 59.5% 378,075 126.8%
Financial

105 :::;?emem Analyst, 17 T4 74,752 $84313  F06,2B5  FT107S BEOATO  F108,5395 I M 6010 01T  80.2% 399,338 111.4%
106 Budget Manager ki 155 199,564  F114.457 $132,483  F80405 108748 130,258 0 M §50,385  S0.8% T9.0% 799,338 51.3%
107 E::E . i L] 3118081 FIZB 415 157034 BOTA25 F130,083 5155387 103% P F112,804  554% TR  HITAI5 §T.T%
108 Training Specialist 17 480 61,603 70,878 FTE 888 §51.6582 $84, 707 37T 422 108 L H4012 1039 B0.3% 378,075 120.7%
110 Taoe Auditor, Senior 12 283 3438 384 FE2EM 50187 FO5.0ET 2638 101% M gaoiE  1085% BETR BBEATS 136.5%
1 -?:hkﬁ:piasnh pport 5 550 48,726 JETHET  B2549 P44.920 853550 84,225 100 H I5TEH9  11ETH  100.5%  3E9.0TS 128.00%
2 Programmer&nalyst ptc 1141 374,248 80,821 89,705 64,011 78,183 595,648 1005 K J5EETZ  TIAN TZE% 09,075 BE.4%
3 GIS Anahyst Iz 154 §60,908 564,425 576,415 52 954 $6:5,58T 77,1684 8% 5 WEO2E 111 TR 1056%  $TROTE 118.1%
4 Network Analyst pai} T48 68,088 $E4832 F96210 P4 EEE  BE2TE2 05,555 104% L 0128 1018 B1A% TRA0TS 54.3%
M5 ‘Web Devebpar 18 G684 571,563 79,757 TET 454 59,072 572,748 FE6T.309 0%

06 Diatabase Analyst i | 874 78,288 JEB138  3HE.503 §T0642  BBG436 5104160 0% W $81283 1035 2% 88,875 102.8%
T L:a{::\;\.zl:ar R 0 151 PI08,870  B115,271  §124,12B  §56128  F120,857 B144.799 1W03% Q $98 968 52.6% B3.0%  F111.825 92.5%
b Lﬁﬁuﬁwhm 28 g2z 82,952 4008 FW020M) FLTEY $91,520  5106,995 102 W §T95T8  85.9% B4.6% 388,875 T.1%
i) Software Enginssr i} 825 584,720 $90.330  F102573  ®G6THE FEOSDS 5104289 9% L 70,555 Bl.2% T8.1% 378,075 89.8%
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SURVEY
JOB
CODE

30

303

305

307

o

1

312

1

34

3

Hé

303

State of |dzho

#0F

SURVEY JOBTITLE  ORG3
Receptionist 18
Administratee
Assistnt g
Shipping/Peceiving ad
Specialist Lo
Customer Servoe 24
Representative =
Office Suppat "
Speciist .
Oiffine Suppart
Supervisor 15
Program Support =
Specizlist
Program
Administraior 17
Graphic Design )
Specizlist &
Buanyer 26
Legsl AssisEnt il
Public |nformation 14
Specislist
Public Informaton o
Officer =
Ressarch Anshst 10
Project Manager 24
Library Assistant 12
Custodizn il
Maint=nanoe
Crafeman e
HVAC Technizian i3

Custom Compensation Survey

#0F

INCUNB

1.220

4T

08

ii9

229

MARKET BASE PAY

332,708

J438T3

T35 846

8,322

536,200

55,784

AT 282

P65, 208

B4R 450

380,919

347,400

557 S0

68 581

H55,173

82,274

26,110

334,478

542,247

HTH
$i5.318

547 200

542,140

41,287

20,767

383,078

79842

§02 45T

T20 422

$3B.48T

368,785

547,287

$18.3T8

354,955

45,158

45,580

$42.557

372,242

1,732

BET.000

54,255

371,458

560,264

308,853

BT 882

375,977

100,248

40,125

340,241

54,456

MW
0TH

320,078

340,581

333114

T

334,275

347 513

41,048

308,658

41,788

45,588

43,127

350,958

51,924

51,970

6T 247

IHTH

31,200

330,537

351,458

MARKET PAY STRUCTURE

MID
HTH

$35.000

45,388

540,435

40,527

T4 423

80,656

51,502

70,554

§E2,208

$59.148

$52.931

561,280

$62,508

B8 821

1574

$368,521

547,440

$01,080

340,206

355,280

BT 218

8272

548,253

572312

3,044

$B1.TT0

04,321

$ED.ET2

o0 082

§75,041

F103,458

0328

342,370

54,654

BT2,792

100%

100%

2B

10

100

101%

100%

0%

100%

100

(]

328,352

348,578

337,428

36,747

$38.0594

357,445

339,740

58,661

49,841

351818

BT, 732

555,300

06,401

61,547

80,868

325,232

Fua

3321

335,685

54,247

STATE OF IDAHOD

% OF
MKT
BASE

B88.9%

T0Z4%

101.8%

1A%

109.1%

108.9%

MKT
BASE
HTH

BD.3%

S74%

8B.8%

89.0%

90.8%

t-) 1

RAMGE

MIDPOINT

B12.825

$55,125

536,450

41,082

$41.082

$89.078

T46 688

89,075

§EE, 128

1425

551,425

$61,425

78,078

78,075

111,825

40,688

£36,450

41,082

§61,425

P,

October 2023

% OF

MET MID

20.T%

97.3%

105.6%

102.5%

113.5%

100 1%

102.7%

122.9%

128.1%

11.2%

0.8k

BE.8%

100.6%
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SURVEY
JoB
CODE

10

a1

2

601

602

807

611

612

T

702

Mechanic
Roadway
Wsintenanoe
Technician
Parks & Reoreation
Wanager
Carpenter

Electrician

Plumber

Building
Supenintzndent

Crigtary Ade
Registemd Digtian

Licensed Practosl
Murss

Registemd huss

Nurs= Manager (RN}

Welfars Sarvoes
Technician

Welfare Clinician

Health Education
Specizlist

Health Progmm
Wanager

Comecbona Oficer

Probation/Pamnk
Officer

11

14

11

ra

b

ATT

1.994

amr

32 428

351,383

w114

$E8.572

3 ERG

58,724

75,7117

01,747

$52.328

B55.781

183,880

$56,452

67,550

3,859

580,043

$33.803

$73.242

$53,367

$71.425

3105088

70,462

‘55,086

534,708

$56,728

$55,283

60,248

BBT 532

337268

ST5,481

62,258

BEZ.550

$127.940

374,958

0578

5107, 203

HOT.510

82,260

548, 75T

$52,000

582,856

$25.910

65,274

547679

58,108

78225

51,119

BE2, 485

$T1.78T

48,380

§45.854

Fa

MID
HTH

$54 444

354 816

387,152

354 615

3,219

358,504

376,198

$35.891

69,730

357,166

78,967

$101.885

W2 253

5,590

80617

59,561

355,755

$100 008

$64,263

572,322

8,720

$83,554

41871

82,578

37,083

$93.8T0

$125. 554

COMPA-
RATIO

HTH

108%

108%

105%

Mz

2%

103%

5%

101%

0,228

B53,885

106.7%

83.0%

0.0%

81.0%

106.0%

B0.2%

109.6%

2. 1%

8B.1%

B3.T%

100.3%

1A%

]

]
3
P

2
2t

@
3

w0
[
#

8
t

W
in
B

105.4%

RANGE

MIDPOINT

55,126

61,425

3T8.0TS

546,688

361,425

61,425

51,425

341,083

00,075

1,425

BT8.0TS

390,338

41,082

BTROTS

9,075

B8R 875

AT, 183

373,125

% OF

MKTMID

HTH

101.3%

T14.4%

29.0%

107.5%

58.9%

T.TR




MARKET BASE PAY MARKET PAY STRUCTURE STATE OF IDAHO

SURVEY
JOB #0F RANGE
CODE SURVEY JOB TITLE INCUNB S0TH MIDPOINT
703 SocialWorker 12 1,888 350,100  SA2510  S72635  SE3L0MB  SA4ETE  §TBEE0  95% K $82578  105.9%  100.1%  S89.075  108.5%
Camectons
T 1 282 84324 BEATOS 583103 STATIS  §A5ZZS 96148 103N M STT483  91.9%  BA4%  SBRETD  104.3%
706 Comectond Mangger 9 18 SESTO0  SSB4EE  S12B640  BE3180  SIEBI4  SHIZI00  101% P SSBOTS  1132%  SBE%  SIZLI2E  1313%
N 254 381624 $T4537  SEZBIS 365383  SITEST  BETSEE 101% L §71480 116.0%  S54% 380325 1035%
708 Polioe Offcer 19 2067 550 STLATE  S79013  S54084  SEB.815  SEIEI 10Z% L 369237 108.3%  §T3%  $80325  11BT%
703 Foiios Captain 15 57 103808 SUIE7EI 5135456 94203 S110780 129251  100% P $121298 116.8% 1048% S127.125  1148%
803 Soientist 7 B0B 338730 352381 $107.843  ST2E33 103633 S12828E &5 M SB3.805 1045% T5E%  SBRETS  858%
804 Chemist, Senior 3 116 380224 384240 SAES15  $53,184  SAT.0B0  $E3200  98% K $626829  1040% ST5%  $ES.075  108.0%
Forensic Soentist, L i . & . ; X - "
@il R 7 183 §79083 382358 385564 363,023  §7BES6 42 10TH Mo SSTON 1Z2TH 117.8%  SEEETS 12T%
808 Engineer(Technica) 14 1024 SB1013  SGZ5T SI0STI4  §T2582  $9LTI3  STI0066  100% Mo 383505  111.0%  834% 388,338 108.3%
803 Engineer (Chi) 17 30 JE3085 394283 101629 309736 SET.248  S10524B 102% M 78232 S18%  B0.S%  BEBETS  101%
B0 Engineering Manmger 19 434 SMETET 130374 SMB081  SST272 SIZBETT  S1S4E69 102 P $1I0M48  S51%  BAS%  SI2125  9BE%
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SUMMARY RESULTS DATA BY PAY GRADE

SURVEY
JoB
CODE

SURVEY J0B
TITLE

#0F
ORGS

#0OF
INCUMB

Recaptionist 18 173

332,708

MARKET BASE PAY

HTH
$35338 339,378

MARKET BASE PAY

SURVEY J0B #0F #0F
TITLE ORGS INCUMB
Shipping/ R=cetving T 5 e g e
303 Specialist 18 254 336,846 42,140 F45, 156
501 Custodian 25 582 34476  $3I8.TE5 40341

MARKET BASE PAY

SURVEY
Jos SURVEY.JB  #OF  #OF
coDe TITLE ORGS  INCUME S0TH
Customer Servioe . - = e
W pepecentive 24 S15  $I6322  $41287 345,580
Office Support
305 specistist 6 2829 336300 SIWTET 43557
Mainte
SE e E 433 P27 S4T36T 554,436
801  DietaryAide 8 71 $32428 333803 37.388
507 Welfare Services 2 =z

Technician

b

MIN
SOTH

$30.078

33,114

$31,200

B3T3

334275

25T

29510

MARKET PAY STRUCTURE

MID
S0TH
100% E

335,000 540,208

TOTAL STATE OF IDAHC EES:

F0,428 BTG

F35,521  $42.2T0

TOTAL STATE OF IDAHOEES:

STRUCTURE
COMPA-
RATIO
HITH
$40,53T7  34B3TZ 100% G
P41,421  p4B2R3 - G
FAT 440 354 554 100% G
$35.881 P41ETH 2B G

(a1

TOTAL STATE OF IDAHO EES:

328,352

1 WTDAVG:

4 A7 428
24 §32.212
48 WTD AVG:

23 335,747
&5 335,094
5 I35 688
e 34377
25 8619
132 WTDAVG

STATE OF IDAHO

% OF % OF
MKT MKT
BASE BASE
23TH H0TH
BEEW  80A%
B6.8%  80.3%

STATE OF IDAHO

% OF % OF
MKT MKT
BASE BASE
23TH S0TH
101.8% 88.8%
S34% BT.E%
958% BT

STATE OF IDAHO

% OF % OF
MKT MKT
BASE BASE
HTH
1012%  BIO%
99.4% B0ER
3% TEI%
106.0%  101.T%
100.8% 92.5%

e
MIDPOINT

$32825

RANGE
MIDPCOINT

B26,45D

$36,450

$41,083

B41,083

41,082

541,083

B41.082

0.1%

-

a7.0%

100.3%

o0.1%

114.4%




MARKET PAY STRUCTURE

MARKET BASE PAY

% OF
SURVEY MKT
0B SURVEY J0B #0F #0F MIN MID MAX BASE
CODE TILE ORGS INCUMB S0TH H0TH SOTH 23TH
Accounting E i . = - = oo o T
101 Technician a7 610 344,000 348848 354673 340011 348172 ST AETT 0% H 84 342,085 25.7%
Program Support
07 Spacialist L 1,220 47,383 352881 §G1,7IZ  F41.045 351,502 383044 103% H 328 335,740 83.9%
316 Librany Assistant 12 a3 335,110 338487 340125 334734 341,574 345328 SB% H 2 335,333 108.9%
509 Carpantsr 12 T2 351050 356452 2 $63.863 3448688 F54815 364,353 106% H i 354,018 105.7%
TOTAL STATE OF IDAHOEES: 4168 WTDAYG: 86.5%

MARKET PAY STRUCTURE

MARKET BASE PAY

% OF
SURVEY COMPA- MKT
JoB SURVEY J0B #0F  #0OF Max RATIO BASE
CODE TITLE ORGS  INCUNMB SOTH 25TH
302 i’:::;‘f‘""a % 502 43,875 P4T.B00  $54.955 B40581 349388 SEO2ED  100% | 147 BG5TE  106.7%
309 g;ﬂ.‘:ﬁftﬁg“ 18 45 348458 S5R39 84295 B41766 352208 $A421 99 B S49841  1024%
504 Machanic 25 11 SER5R4  SES2B5  SAD2MS  B4BTST  S54.444  SA1435 101% 17T SE4425 f0RE%
TOTAL STATE OF IDAHOEES: 165 WTDAVG: 105.8%
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STATE OF IDAHO

% OF
MKT
BASE
HTH

E.5%

STATE OF IDAHO

% OF
MKT
BASE
HTH

ST.4%

85.1%

98.5%

T A%

RANGE

MIDPOINT
40 BRE 56.5%
P46, 688 20.T%

46,688 M1.2%

A0 68

RANGE

MIDPOINT

$56,125 11.6%

$55,125 105.6%

856,125 101.3%
110.3%

ober 2023




MARKET BASE PAY WARKET PA STATE OF IDAHOD

% OF % OF

SURVEY : 3 MKT  MKT
JoB SURVEY JOB #OF  2OF MIN MID BASE BASE  RANGE
CODE TITLE ORGS  INCUMB S0TH S0TH  50TH 25TH  S0TH  MIDPOINT
MO Buyer bl 195 SE0S15 380271 ST14SB  S4B5EE 350,046 SASETI  100% J 26 S51,818  G01.8% BA0%  $A1435 1035
311 Legal Assizant 5 538 BAT400 52677 350,264 $43,137 §53831  $AIZES 100% J 13 CSETTI3 1218W  108.6%  $61425  1135%
M2 ;g{?ﬁ'{f”ﬁ““ 14 134 $ETS07 385090 3ABEST  3R0358  SA1.380  §T135T  101% J 11 BE530% S55%  B50% 51425 1001%
503 HVAC Technician 19 132 $82557 $65.504 568230 S51450 SA10B5 5727 109% J T 554341 B6S%  B26% 361425 1006%
505 5 1,385 51500 365781 SS038% 44,248 354816 SARIEE  107% J 1B SEZA1E 1018%  S40%  BB1425  1121%
Technizian
510 Electridan 24 157  $A2EED 367580 STI2S3  SEREGT A9 ST2AXT 108% J 4 I5EIEE  SI0%  BBTN SB1425 9T
511 Flumbar 14 75 355085 383855 3850555  ES2000  S5B504  SARTID 105% J a 31425 1043%
Buikii
512 Smﬁ"fmmm » T4 $85,538  SB0DMS  3ETHI? 62886  ST6ISE  SEI SN 100% J 3 B53071  B10% 663% 361425 B0EW
Licens=d Practicsl
B2 e 47T $51383  S5336T  B62,399 STETY SET.186  $AT.0B3  98% J B4 356,318 1096% 105.5% 361425  107.5%
TOTAL STATE OF IDAHOEES: 136 WIDAVG: 104.4%  96.1% 106.9%

MARKET BASE PAY i STATE OF IDAHOD
% OF
SURVEY - 3 MKT
JoB #0F #0OF MIN MID BASE RANGE
CODE ORGS INCUMB S0TH HTH 23TH MIDPOINT
T Comectiond Oficer i3 6,214 351,747 3BGT2E  BET.HI8 343380 359,551 12232 5% J TE2 551918 i00.3% 91.5% BT A6 1128%
TOTAL STATE OF IDAHOEES: 782 WTDAVG: 100.3% 3.5% 112.8%

October 2023

0
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MARKET BASE PAY MARKETP

SURVEY
108 SURVEYJ0R  #OF  #OF MIN MID
CODE TITLE ORGS  INCUME S0TH  50TH
Disability Claims .
02 g jl_,_--m;‘"m & 227 $54185 355,434 $64.411 $45334 $59.859
Deskiop S
A s 550 B48726 SETE67 362549 344300 553950
M2  Programmerbmahst 23 1141 §74248  SE0EZ1 385705 384011 §7B 183
Office Support
W S 18 437 §EETB4  RI.0TE  ST2242  B4T513 580686
30g  [reaEm 17 74T 355208 ST6T4R SET.000 356658 $70.554
Administrator : ni - . o, B0 .56
802  Registemd Digtien 2 57 566106 73242 §75461 355374 9718
Health Education = L o e
B oot g 380 $5B724 SE9.085 STO5TE 52485  $85.390
703 SocialWorkes 12 1885 359100 362510 372695 353,048 584878
804  Chemist, Senior g 116 $80.224 364240 369,915 $53184  $ET.080

MARKET BASE PAY

SURVEY
JoB
CODE

SURVEY J0B
TITLE

ProbationPark
Offioer

#0F
ORGS

#0F
INCUNB SOTH

702

83|Page

STRUCTURE

COMPA-
RATIO
SO0TH
STOEEE  101% "
$64.236  100% K
855,848 100% K
72312 102% ‘
381770 100% K
$82.576 102% K
573018 B3 i
STE5ED S5 K
383200  98% "

TOTAL STATE OF IDAHO EES:

MARKET PAY STRUCTURE

COMPA-
RATIO
30TH

§06,851

TOTAL STATE OF IDAHO EES:

13 TEE 98T

61 5T 850

24 358 BTZ

110 355,861

32 sE2ses
T §53.8E5
35 $E2.576
2 sEEm
T8 WTDAVG:

203

WTD AVG:

STATE OF IDAHO

% OF
MKT
BASE
23TH

03.2%

118T%

T3.3%

102.0%

105.9%

04.0%

97.0%

% OF
MKT
BASE

STATE OF IDAHO

% OF
MKT
BASE
23TH

111.4%

% OF
MKT
BASE
0TH

105.4%

RANGE
MIDPOINT

60,075

69,078

5,075

63,075

369,075

69,0075

09,078

369,075

69,075

RANGE
MIDPOINT

ober 2023

1i5.8%

128.0%

2E.4%

113.59%

57.3%

95.0%

104.T%

106 5%

0%




MARKET BASE PAY WARKET PAY STRLUCTURE STATE OF IDAHO

% OF
SURVEY COMPA- 3 MKT
JoB SURVEY 08 #0F #0F MID RATIO PAY BASE RANGE
CODE TITLE ORGS INCUMB| 25TH SOTH 75TH S0TH SOTH GRADE 23TH MIDPOINT
103 Grants Officer 18 ki) 354,172 363087 367431 $52,058 302,081 574,047 5% L &1 $43,003 116.3% S99% F78075 125.8%
108 Training Specislist 17 480 51603 F7087TE 3ITREER  §51.B62 BAATOT  §IT 422 108% L 33 54,012 103.59% S0.3% §TBO7TS 120.T%
203 315 Anzhst 2 354 0908 §6442F  FTE415  BE2954  EGEEET  §77.164 2B% L 12 $68,029 1M1.7T%  105.6% TTROTS 19.1%
204 Metwark Analyst 28 T48 TEEOGE BR4B0E FOE210 $84.88E B2 TH2 0655 1043 L i1 69,128 1016% B16% ETROTS S4.3%
209 Softwara Enginssr 20 825 384720 390380 3102573 86,793 385,305 104,285 5% L T 370,595 83.3% T8.1% 3TROTS 85.8%
Public: Information

33 O!ﬁ;r y 2 305 $58 534 F79843 3BTEG3  $81524 575554 50,083 1005 L 17 $06.401 565.8%  BI4n $78.075 102.7%
314 Rezearch Anafst 10 118 F65,3T3  E62 45T ITEOTT 551,970 363,505 E75,041 259% L a5 £61,547 ML1%  97.0% ETROTE 122.5%
08 P] Iarks &r on 20 23 F70,219 FBBEBD §50.231  FT4.3TE  BBT.152 3100008 103% L ] $80.510 B.i%  681%n E7E.OTS 89.5%
805 Registe=d Murse 14 1,554 7 194  $71425 3B2550 355,108 37967  ES3.ETO 4% L a1 $48,545 M21%  280% 3TROTS B8 9%
608 Welfars Clinigian 4 B8 FE3 886  FT0M462 FT4.55%  §51,119  §62.253 RT3 46T 112% L 137 70,221 109.9% S8.T% §78.075 125.3%

TOTAL STATE OF IDAHCEES: 402 WTDAVG: 1063%  951% 1M15.™%

MARKET BASE PAY MARKET PAY STATE OF IDAHO
% OF % OF
SURVEY MKT  MKT
JOB SURVEY JOB 20F PAY BASE BASE  RANGE
CODE TITLE INCLME GRADE 25TH  S0TH  MIDPOINT
fop  DEhEcame £ 254 SE1E24 STASIT SEDBIS  SA5IE1 STT.EET  SETSGE  101% L 73 ET1480  11B0% 954%  SB0326 103.5%
O""mer, Seniar ) e 2] W F 2! O B2 o M s I e =T 100 K il LV R
708 Polio=Officer 19 2057 365450 STAA7E  STO013 S54004 SARAME 3813 100% L 162 $69237 1063% ST3%  SEOIS  11BT7%
TOTAL STATE OF IDAHOEES: 235 WTDAVG: 109.3%  96.7% 12.6%
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MARKET BASE PAY

MARKET PAY STRUCTURE

STATE OF IDAHO

% OF % OF
SURVEY MKT  MKT
JoB SURVEYJOE  #0F  #OF MID BASE  RANGE
CODE TITLE ORGS INCUNE SOTH SOTH S0TH  MIDPOINT
110 TaxAvditor, Senor 12 263 $63.455 359,834 SAZ504  $50.187 365,087  3E2AS 101% M 75 SAESIE  10B5W  BATR  BERETS  135.5%
206  Datsbass Anzhet 24 874  $78288 BBB138 398503 70642 386,436 104,180  102% M 18 $81283  103.9% S22W BBBATS  1028%
208 'E'Tj’;‘?""“"'a"“ﬁ 28 627 387857 IS4O0E 3102000 STITE1 S91520 3108885 107% M 20 STS5TE S55%  B46%  38BATS  OT%
Health Prog=m
o i 5 4T $T5TTT  BBATOE  S107,203 STI76T 390617  S105.488  103% M 62  SETSB4  BOTW  B02%  3BBRTS  SBAn
803 Scientist 7 B08  366TS0  3S2.381  S107.843  $T2.833 103,631 129288 ARG M f7  PAG.E05 1045% TRAW  BBERTS  BSAR
Forznsic Soentist, E z
B 7 153 570083 362358  $BS5A4  5ALOR  5TEESE  3GIAIZ TR M 2 S9TO0M  1Z2T%  1178% BBATS  1127%
809 Engineer (Chil) 17 390 383055 394,283 5101628 $ASTH6  GET.246 105248 102% M 34 STE2IZ 918w BOS%  SBBETS  101.9%
TOTAL STATE OF IDAHOEES: 186 WTDAVG: 97.7%  S50.1% B1.4%

MARKET BASE PAY TRUCTURE STATE OF IDAHO
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SURVEY
JoB
CODE

705

SURVEY 0B
TITLE

Cormrections
Lisutenant

#0F
ORGS

#0F
INCUNMB

a
]

(=]

24124

B0, 709

§53,102

£74,728

85,220

i

TO6 148

TOTAL STATE OF IDAHO EES:

103%

M

41 £77 480

41 WTDAVG:

% OF
MKT
BASE
23TH

% OF
MKT
BASE
HTH

RANGE
MIDPOINT

FBB.8TE

October 2023

104.2%

104.3%
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SURVEY
JOB SURVEY J0B
CODE TITLE
Financis]
1035 Mansgement
Anshyst, Senior

106 Budgst Managsr

Murse Managsr

605 o
Enginesr
B8 Tochpics)

SURVEY
JoB SURVEY JOB8
CODE TITLE
Infomabon
Nz Systems Manager

MF Project Managsr

#0F
ORGS

#0F
ORGS

MARKET BASE PAY

#0F
INCUNMB SOTH
T4 74752 $B4.311 3108288

156 399,584 3194457 §132.483

T BB0.5T2 3105085 §127.540

1124 1,013 398257 F105714

MARKET BASE PAY

#0F
INCUNMB

151 106,870 3115271 3134128

239 #2274

MIN
OTH

.078

50,405

$78.325

72,552

$96,128

MARKET PAY

MID
S0TH

HAT0

§108. 748

5101.868

i3

MARKET PAY

120,897

00422 J00.249  FAT.24T  JGE22

STRLUCTURE

$106.995 2 N
§130,258 109% N
B125,554 107% N
§110,058 100% N

TOTAL STATE OF IDAHO EES:

STRUCTURE

COMPA-
MAX RATIO
HTH HTH
$144, 755 103% 0
$103.458 103% o

TOTAL STATE OF IDAHO'EES:

3] 18,010
23 90,385
T PET.B48
18 89,929
B WTDAVG:

i7 £58,568
4 580,868
3 WTDAVG:

% OF
MKT
BASE
25TH

58.1%

11.0%

99.1%

% OF
MKT
BASE
25TH

STATE OF IDAHO

% OF
MKT
BASE
H0TH

20.2%

STATE OF IDAHO

% OF
MKT
BASE
S0TH

B3.0%

99.4%

93.9%

RAMGE
MIDPOINT

$50.328

95,238

$50.318

355,338

RANGE
MIDPOINT

111.4%

213%

9T

108.3%

o9 1%




STATE OF IDAHO

MARKET BASE PAY W STRUCTURE

% OF % OF % OF
MKT MKT MKT
MAX BASE BASE RANGE MID

SURVEYJOB  #OF  #OF
SOTH 25TH  50TH  MIDPOINT  50TH

TITLE ORGS INCUMB
Finance
107 Department 2B ] F113.081 3F12B.419 5157034 5107125 3130083 35155387 103% P i0 112,604 25.4%  BT.T® 27128 9T.T%
Director
810 Eng e 19 424 F11578T 3130374 35148081 397,272 128877 F154.889 102% o 18 5110148 95.1% B45%  F127T125 2 SBAR
TOTAL STATE OF IDAHC EES: 2B WTDAYG: 95.2% 85.6% 08 3%

MARKET BASE PAY MARKET PAY STRUCTURE STATE OF IDAHO

% OF % OF

SURVEY COMPA- 3 MKT MKT

JoB SURVEY 0B #0F MID RATIO BASE BASE

CODE TITLE INCUNMB S0TH S0TH S0TH 25TH SO0TH
T06 ;::E;:?rd g 18 85,700 ISE4BE 3128640 383180  EEEB14 3112100 101% P 21 98 975 112.2%  9B.5% F127126  131.3%
709 Police Capisin 13 a7 §103,808 3F115783 5135458 $94.203 F110,780 H129.251 100% P 11 $121.256  116.8%  104.8%  FI27.126  114.8%
TOTAL STATE OF IDAHC EE5: 32 WTDAVG: 1144% 1006% 125.6%

State of |dsho Custom Compensation Survey 21 Cctober 2023
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MARKET PAY PRACTICES
Milliman additionally surveyedthe different methodologiesinthe market pertaining to delivering pay and pay increases. A summary of those findings isinthe table

below.
PAY PRACTICES
ALL PARTICIPANTS PUBLIC SECTOR PRIVATE SECTOR
AVERAGE MEDIAN AVERAGE MEDMAN AVERAGE MEDIAN
Anneal operating budgst 5.028M T127.8M TB,052.0M T143.TM T181.0M 100.2M
MNumber of FTES 7.082 850 8191 T43 5,487 314
Standard howrs per year 2,080 2,080 2,080 2,080 2,080 2,080
Awerage Percent of Base Pay Incresss Budget, 2027 2.3% 2.5% 2.2% 2.8% 28% 2.9%
Awerage Percent of Base Pay [ncrease Budgst, 2022 AT% 3.0% 3.6% 37% 35% 3.0%
Awerages Percent of Base Pay Incresse Budgst, 2023 5.0% B.O% e B0 38N 3.0%
Average Percent of Base Pay Incresse Budget, 2024 Projected 443 4.0% 4 8% 4.0% ATH 4.0%
Percent Incresse to Salany Structure, 2021 1.3% 1.5% 1.3% 1.0% 1.5% 2.0%
Percent Increase to Salary Structurs, 2022 3.3% 25% 34% 2.3% 29% 3.0%
Percent Increass to Sslary Structurs, 2022 4.3% 4.0% 4.8% 4 8% 14% 30%
Percent Increase to Salary Strecture, 2024 Projected 3.8% 3.3% 3.6% 3.3% 3.5% 3.5%
YES % WITHIN PUBLIC 5ECTOR % WITHIN PRIVATE S5ECTOR
Utilize Cost of Living Adjustments 5 87T% 13%
Utilize Market Basad Adjustments 25 5%
Utilize Performance (Merit) Based Adjustments i} 447
Utilize Competency Based Adjustments X %
Utilzs Step Increases 18 TZ% 28%

Shift Differentisl Pay ez 62% 3B%

Longevity Pay 17 TE% 24%

Multiple Salsry Structures il 8% %

Professional Certificaton Pay 33 81% I
State of ldsho Custom Compensation Survey 2z October 2023
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Appendix: Survey Questionnaire

Pages 16 — 33 contain the survey questionnaire.
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Compensation Survey
Information & Instructions

Milliman, an international human resources consulting firm, has been retainedby the State of ldaho to administer a compensation survey of select
organizations. The survey collects information on baseandtotal compensation for sixty-six (66) positionsin seven job families.

In exchange for submitting your organization's data, you will receive a complimentary composite report ofthe survey results. We believe that you will findthis

study to bewvery usefulto you in evaluating the competitiveness ofyour compensation programs, and we would like to thank you in advance for your

participation.
Please reportyour data effective as of August 1, 2023, All required data forms are included within the workbook.

BENCHMARK JOB TITLES

FINAMCE / HUMAN RESOURCES S TAX

101 Accounting Technician 105 Financisl Management Anshyst, Senior
102 Dizability Claims Adjudicator 106 Budgset Manager
103  Grants Officer 107 Finance Department Director

INFORMATION TECHNOLOGY

201 Desktop Support Technicizn 204 Metaork Anahyst
202 Programmer/Anshyst 205 Web Developsr
202 GIS Anahyst 208 Dstsbass Anshyst

GENERAL ADMINISTRATION

301 Receptionist 3T Program Support Specialist
302 Administrative Assistant 308 Program Administrator

303  Shipping/Receiving Specislist 305 Graphic Design Specislist
304 Customer Ssrvice Representative 310 Banyer

305  Office Support Specislist 311 L=gsl Assistant

308  Office Support Supsrvisor

PUBLIC WORK S/ OPERATIONS / PARKS & RECREATION

501 Custodisn L] Roadway Maintznance Technician
502  Masint=nance Craftsman 508 Parks & Recrestion Managser
503  HVAC Technician 508 Carpenter

504 Mechanic

108
10

= =2 =2 32

in in
[=]

n
a

Training Specialist
Tax Awditor, Senior

Information Systems Manager
IT Security Anzhyst, Senior

Softwars Enginesr

Public Information Specialist
Public Information Of ficer
Ressarch Anshyst

Project Managsr

Library Assistant

Electrician
Plumbsr

Building Superintendent
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HEALTH & WELFARE

01 Diztany Alde 805 Registerad Murse 838  Welfare Clinician
202  Registersd Distitian 808  Murse Manager (RN} 611 Heslth Education Specialist
803  Licensed Practicsl Nurss 807 Welfare Services Technician 612  Heslth Program Managsr
PUBLIC SAFETY
TO01 Correctional Officar 705 Correctional Lisutenant TOE Police Officer
702  Probstion/Parole Officer 708  Correctionsl Manager T2  Police Captain
703 Social Worker ToT Fich & Game Officer, Senior
ENVIRONMENTAL SERVICES/AGRICULTURE / ENGINEERING
803  Scientist 805  Forensic Scientist, Senior 808  Engineer (Civily
804  Chemist, Senior 808  Engineer {Technical) 810  Enginesring Manager

General Instructions
FPlease readthe following instructions before completing the survey. Please copy this file to your computer before entering any data. We recommend that
you save a hard copy of the completed surveyfor your records. This workbook contains five tabsfworksheets. An explanation ofthe worksheets is included
below.
Due Date
Please submityour completed questionnaire by Friday, September 8, 2023 by emailto Lauren Busey (lauren. busey@milliman.com).

Contact
If you have questions while completingthe survey, please contactLauren Busey at 206 504 5535 aremail her at lauren. buseyvi@miliman. com.

WorksheetInstructions

Invited Participants
A listofthe public and private sectorinvited paricipants is provided.

Your Organization | Pay Administration Information
Please provide the information requested on the worksheet so thatwe can ensure thatyou receive the survey results.

Job Descriptions
Please readthe job descriptions before completing the compensationinputform.

Compensation Input

The compensation data form includes pre-printed survey job codes andtitles. Report all data effective as of August1, 2023, Followingis an explanation ofthe
data elements:

3

I

I

C

[

T

[

o

i

[
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I
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Your Organization's Title
The title that your organization has assignedtothis job.

Level of Match

Flease provide only"good™ matches. A "good™ matchis one inwhich 80% of the job responsibilities match between the survey job and the job at your
organization. After determiningifitis a "good™ match, please usethis columnto indicate if your job duties are equalto, less than or greaterthan the benchmark
description. Selectthe appropriate level of match fromthe drop-down box. If your organization does nothave a matchtothe survey position, pleaseselect™no
match”

Number of Incumbents
Please provide the number of full-time employeesyaou are repaorting for this job.

Average Base Pay
FPlease provide the annual base payfor this job (as of August 1, 2023).

Salary Range
Please enteryour established salary range (minimum and madmumy). This could be your salary range orthe first and highest step in your pay system.

FLSA Status
Select exempt or non-exemptfromthe drop-down box.

Other Cash Compensation (non-bonus)
Please indicate whetherthis jobis eligible for other cash compensation (e.g., longevity pay). Selectyes or no fromthe drop-down bos.

Bonus/incentive Eligible

Please indicate whetheryourjobis eligible fora bonus orincentive program. Select yes or nofromthe drop-down box, even if the job did not actually receive
one forthe mostrecent annual performance period.

Performance-Based Bonus
If the jobis bonus/incentive eligible, please indicate whetherthe bonus is performance-based. Selectyes or no fromthe drop-down box

Last Bonus/incentive Amount Paid

If the job is bonus/incentive eligible, please provide the average dollar amountthatthis jobwas paidin the mostrecent period. Ifthe jobis eligible but did not
receive an annual cash incentive award, enter 0.

Bonus/incentive Maximum Amount
If the job iz bonus/incentive eligible, please provide the maximum amountthatthe jobwould receive for achieving expected or targeted results.

in
I
[X]
i
[X]
P
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Compensation Survey
Invited Participants

Public Sector Entities Invited to Participate
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Ada County

Bannock County

Bingham County

Blackfoot School District #55
Boise School District #1
Bonneville County

Bonneville Joint School District #93
Caldwell School District #132
Canyon County

Central Valley #356 (Spokane area)
City of Blackfoot

City of Boise

City of Caldwell

City of CoeurdAlene

City of lIdaho Falls

City of Lewiston

City of Meridian

City of Mampa

City of Orofino

City of Pocatello

City of Spokane

City of Spokane Valley

City of Twin Falls

Civilian Department of Defense
Clearwater County

CoeurdAlene School District Mo. 271
College of Southern Idaho

Caollege of Western Idaho

EastValley #361 (Spokane area)
Federal DepositInsurance Corporation (FDIC)
Idaho Falls School District #91
Kootenai County

Kootenai School District #274
Lewiston Independent School District#1
Mampa School District

Mational Resources Conservation

Mez Perce County

Mez Perce Tribal Executive Committee
Mezperce Joint School District#302
Morth daho College

Maorthwest Mazarene University
Orofino Joint School District#171
Pocatello/Chubbuck School District
Spokane County

Spokane Public Schools

State of Montana

State of Mevada

State of Oregon

State of Utah

State of Washington

State of Wyoming

The College ofldaho

Twin Falls County

Twin Falls School District #4111

U5 Bureau of Land Management

U.5. Forest Senvice

5. Geological Survey

5. Health & Human Services Depantment
University of Idaho

USDA Farm Service Agency, 1D (Boise)
USDA Farm Service Agency, WA (Spokane)
Valley County

Veterans Administration & Hospital
Washington State University

West Ada School District #2
WestValley #3623 (Spokane area)
Whitworth University
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Private Sector Organizations Invited to Participate

Ada County Highway District
Adecco

Agri Beef Co

Albertsons

Amalgamated Sugar

Aspire Human Sernvices
BasicAmerican Foods
Bechtel Marine Propulsion Comp.
Bingham Memoarial Hospital
Blue Cross of ldaho
Bodybuilding.com, LLC
Boise Cascade

Bonner General Hospital
Brigham Young University-ldaho
Broulim’s Super Market, Inc.
Buck Knives, Inc.
CenturyLink

CH2M

Chobanildaho LLC

Clear 3prings Foods, Inc.
Clearwater Analytics, LLC
ClickBank

Cradlepoint Inc.

D&B Supply Co.
DeaconessHospital

Delta Dental of Idaho
Dickinzon Frozen Foods Inc
Eastern ldaho Health Senvices
ESl Construdion

Fishers Technology
Glanbia Foods

GoldenValley Matural
Gonzaga University

Gritman Medical Center
Hagadone Hospitality Co
Hecla Mining Company
Heinz Frozen Goods
Heritage Health

Hewlett Packard

Idaho Central Credit Union
Idaho Forest Group

Idahao Mational Labaratory
Idaho Power Campany
Idahoan Foods LLC
Jacksons Food Stores Inc
Kootenai Health

Kootenai Medical Center
Kount

LambWeston

McCain Foods
Melaleucalnc

Micron Technology, Inc.
Monsanto Comparny
Maountain View Hospital LLC
Marco

OM Semiconductor
Personnel Plus Inc
PortneufMedical Center
POWER. Engineers, Incorporated
PRECO Electronics
Providence Holy Family Hospital
Clualfon Data Services Group LLC

P}

Raycap Inc.

Regence BlueShieldofldaho
Ridley's Food Carp
SaintAlphonsus Health System
Scentsy Inc.

Silverwood Inc

Simplat

Sorrento Lactalis Inc

3t. Joseph Regional Medical Center
St. Luke's Health System

St. Mary's & ClearwaterValley Hospital & Clinics
Stinker Stores

SunValley Company

Syringa General Hospital
Syringa Metworks, LLC
Tedder Industries, LLC
Terteling Co

Thomas Cuisine Management
Treasure Valley YMCA

Trinity Health

Tsheets (Intuit)

US Bank

S Ecology

Vacasa

Valley Haospital

WDS Global

Wells Fargo Bank
WestValley Medical Center
WinCo Foods

Woodgrain Millwork Inc
Raycap Inc.




Compensation Survey
Your Organization | Pay Administration

COrganization name

Mame of person completing suney
Title

Phone number

E-mail address

Mame of person to receive report (if different from above)
Title

E-mail address

Standard hours peryear (e.q., 2080)
Total annual operating budget

Total number offull-ime employees (FTES)

I
Fa
i
[8
a
P
E
i
[
I
¥
T
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Pay Administration

Adjustments 2024 Projected
Average percentbase payincrease budgetedforlastthree years

FPercentincrease to salary structure for lastthree years

Performance Competency

Costof Living MarketBased (Merit) Based Based Step Other
Factors that Determine Individual Salary Increases Adjustments Adjustments Adjustments Adjustments Increases Adjustments
Checkeach factor that is usedto determine pay
adjustments

Faor each box checked above, please provide the percent
of pay that you budgetedipaid out for this increase in the
lastyear

Do you offer shift differential pay?

If yes (shift pay), please explain

Doyou offer pay for longevity?

If yes (langevity pay), please explain.

Doyou utilize maore than ane salary structure?

If yes (multiple structures), please explain.

Dovyou pay for professional cerifications?
Doyou pay for the costof obtaining the certification’?
Doyou offer additional pay once cerified?

If yes (additional pay), please explain.

tom Compensa I —. 30 o

ation Survey 3D October 2023
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101

102

103

105

106

Compensation Survey
Job Descriptions

Title/Description
Accounting Technician

Paraprofessional bookkeeping work. Prepares and processes a variety of accounting documents and transadions
and maintains accounts. Accounting specdialty may focuson accounts payable, accountsreceivable, colledlions,
revenues, taxes, audit rezearch and other related accounting tasks. Reviews documents for completenessand
accuracy, performs adjustments to data and accounts, and develops and prepares ad hoc reports for use by
management.

Disability Claims Adjudicator

Journey-level work evaluating medical evidence, psychological, vocational, educational and zocial information to
determine primary disabilty diagnosis in compliance with Social Security Administration pelicy under Title | and Title
X\ ofthe Social Security Act; reviews disability claims to continue benefits.

Grants Officer

Journey-level work in the financial administration of grant awards. Reviews and monitors expenditures to ensure they
arein compliance with grant requirements. Analyzes, evaluates and approves requests forreimburzsement from
grantees. May conduct site visits. Provides technical assistance to grant applicants and grant holders. Prepares
reports regarding grant funding and expenditures.

Financial Management Analyst, Senior

Analkzes program and public policies; develops, implements, and coordinates policy improvement initiatives; and plans
and recommends organization structure and controls for financial management and related operations of state
gowvernment. ldentifies, syntheszes diverse cultural, social, organizational and technical processes. Conducts public
policy and Bsues analyses from a financial impact perspective. Conducts program evaluations. Provides departmental
technical assistance and training. Provides direction to lower level analysts.

Budget Manager

Directs and coordinates budgeting activities for a large agency including budget formulation, monitoring, and
presentation. Directs compilation of data used to prepare budgets and to justify fund reguests. Coordinates
appropriations for divisional and specific programs. Reviews operating budgets to anahlyze trends affecting budget
needs. Leads and directs the work of others. Defines issues and takes adversanal positions.

State of ldaho Custom Compens ation Survey 21

Qualifications

Typically requires an Associate’'sdegree
and oneto two years of relevant work
EXpeTience.

Typically requires a Bachelor's degree
and one year of relevant work
experience.

Typically requires a Bachelor's degree
and one to two years of relevant work
BXPETIENCE.

Typically requires a Bachelor's degree
and two to four years of relevant work
experience.

Typically requires a Bachelor's degree
and management level experience.

October 2023
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107

108

110

2M

202

Finance Department Director

Directs through subordinate managers and superveors activities of significant, and highly complex accounting,
budgeting, and/or auditing functions. Serves asthe departmental chief fiscal officer by directing all fiscal activities of
the department. Advises executive, division, and agency directors regarding fscal operations. Develops and
implements department procedures and confrols. Manages and reviews the formulation of the department’s
appropriation and division/region budget requests. Estimates and anatyzes program needs, priorities, revenue Sources,
federal matching money and legislation. Manages the allocation of federal, state or other grants. Evaluates and appies
guidelines forthe budgeting process.

Training Specialist
Journey-level work developing training courses. Determines employee and agency needs. Prepares lesson plans and

related instructional materialz. Researches and analyzes training resources from outzide =ources and recommends
modifications to training programs. May establizh training program objectives.

Tax Auditor, Senior

Journey-level work specializing in tax and revenue auditing. Serves as a team leader. Provides technical guidance and
training in tax specialty. Researches and resolves difficult tax issues and determines how to obtain audit information.

Analyzes complex accounting systems and related financial data to determine the scope and nature of adjustments.
Prepares the final audit report and presents and defends the report to management and the taxpayer. Plans, performs
and communicates audit findings. Makes public presentations, conducts training and mentors employees in other

business unis.

Desktop SupportTechnician

Provides experienced, technical desk top suppeort, PC hardware and sofiware troubleshooting, hardware/software
installation, remote maintenance, and may perform low-to-mid level network and application administration functions.
Performs a variety of computer systems administration and support tasks, including assessment, testing, documenting,
maintaining, and troubleshooting user problems related to PC hardware, sofiware applications, peripheral eguipment,
communication devices, user accounts, and multiple operating systems. Works with a variety of data and voice
telecommunications systems and networking technologies.

ProgrammenAnaly st

Journey-level programming and analysis work performing all aspects of development, testing, and imple mentation of
new applications programs. Analyzes and critiques computer programs and systems and develops new programs.

Reviews users requests for new or modified computer programs to determine feasibility, cost and time reguired,
compatibility with current system, and computer capabilties. Configures plan outlining steps required to develop
program, using structured analysis and design. Plans, develops, tests, and documents computer programs, apphying

knowledge of programming technigues and computer systems.

GIS Analyst

Journey-level work interpreting and preparing infermation for data conversion and maintenance procedures of a wide
variety of GIS themes. Maintains the geographic database and performs updates and edits. Prepares maps and data
records as necessary forguality assurance procedures or in responge to internal and external customer service data
and mapping requests. Reviews, evaluates and verifies mapping data ortheme’s provided by other government
agencies or private sector contractors foraccuracyand consistency, modifying and correcting database values as
necessary. Assists in the evaluation, development, adaptation and programming of computer software applications
for data capture, conversion and maintenance procedures related to GIS.

i
I
in

[X]

Typically requires a Bachelor's degree
and director level experience.

Typically requires a Bachelor's degree
and one to two years of relevant work
experience

Typically requires licensure as a
Certified Public Accountantora
Bachelor's degree in Accounting and
four to six years of relevant work
experience.

Typically requires an Associate’'sdegree
and oneto two yvearsof relevant work
experience.

Typically requires a Bachelor's degree
and oneto two years of relevant work
BXPETIENCE.

Typically requires a Bachelor's degree
and oneto two yvearsof relevant work
experience.
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207

Network Analyst

Journey-level network administration work in the planning, design, installation, security, and management of an
integrated, geographicalty dispersed information processing network comprised of multiple hardware platforms,
information resources, communications protocok, and physical network topologies. May define parameters for
configurations and determine system growth rates and capacity requirements for sofbware, hardware, and information
processing options.

Web Developer

Journey-level professional work establishing policies and procedures for publishing Web pages and applications.
Dewvelops and oversees website design and creation. Plans, designs, evaluates, develops, tests, edits, maintains, and
documents look and flow of websites. Interviews clients to help them clarify their goals for establishing a website.
Designs orsupervises design of digitized images, banners, bullets, charz, image maps and other graphics to enhance
appearance of site. Applies knowledge of programming techniques and computer internet systems.

Database Analyst

Journey-level databage administration, providing service and continucus availabilty for database users on a large
mainframe server. Designs, develops, installs, and tests new and enhanced databasze systems. Enzures compatibility
and efficiency of databaze applications. Oversees and enforces standards and procedures for use, backup, and
recovery of data. Ensures preparation of project phase plans, schedules, and cost estimates. trains staff in data
cataloging and library procedures. Ensures security of databases and supporting production software. Consults on
design of other operating or applications systems. Consults with and advises top management on database systems.

Information Systems Manager

Manages and directs all information technology activities in a large agency/organization a large information technology
function in a centralized information techneology organization. Exercises direct supervision over supervisors,
professional, technical, and support staff and oversees confract work. Reviews and moniters information technology
policies, procedures, and standards. Monitors compliance with governmental regulations and statutes. Prepares budget
and participates in crganization wide information technology planning activities.

IT Security Analyst, Senior

Develops and implements policies and procedures for security and deaster recovery. Analyzes business requrements
and assists other[T staff in the integration of these requirements. Ensures all applications incomporate disasterrecovery
procedures. Develops and oversees security education and awareness programs throughout the organization. Audis
security access control design practices to ensure adherence to policies and procedures. Assists outside auditors.
Evaluates legislation, regulatiens, and industry practices and provide technical experise and project leadership to other

IT =taff.

Software Engineer

Analyzes, designz, develops, modifies, writes, edits, tests, and implements software programming applications.
Analyzesand defines zoftware requirements to meet business needs. Interfaces with customers to determine the most
efficient and cost-effective approach and proposes software solutions. Participates in the evaluation and selection of
products and tools. Develops, designs, and edits original applications, or modifies existing applications. Tests and

approves applications. Manages usersupport and feedback. May specialize in one or more areas of development,
including network, operating systems, databases, or applications.

Typically requires a Bachelor's degree
and one to two years of relevant work
EXPETIENCE.

Typically requires a Bachelor's degree
and two to four yearsof relevant work
experience.

Typically requires a Bachelor's degree
and one to two years of relevant work
EXpeTience.

Typically requires a Bachelors degree
and management level experience.

Typically requires a Bachelor's degree
and three to four years of relevant work
EXPETIENCE.

Typically requires a Bachelor's degree
and two to four yearsof relevant work
EXPETIENCE.
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Receptionist
Provides front-ling customer service in person and by telephone to refer customers to appropriate office or staff Asks

for customer's name, arranges for appointment with or notifies persen called upon of customer's arrival, guides caller
to destination, and records name, time of call, nature of business, and person called upon.

Administrative Assistant

Performs highly respensible and complex administrative support work requiring bread erganizational knowledge and
the interpretation and application of agency policies, rules, and regulations. Provides confidential, secretarial support
to an agency director or deputy by working independently on delegated tasks. Prepares special reporis and may
resole procedural, scheduling, and other non-policy matters on behalf of the executive. May exercise project-specific
supervision over staffas necessary.

ShippingReceiving Specialist
Ship, receive, and deliver supplies, materials and equipment, and maintain inventory controland records in a State
warehousa.

Customer Service Representative

Greets visitors and answers the telephone. Possesses good knowledge of department programs and services.
Provides and obtains accurate information, explains and applies rules, policies, and procedures. Determines eligibilty
for available services and refers people to the appropriate department or staff. Addtionally, performs a variety of office
support functions

Office Support Specialist

Performs office support or secretarial functions which reguire an in-depth knowledge of assigned program or
department. Performs complex computer operations. Composes correspondence. Creates, reviews, and processes
documents and records. ldentifies and correctz emors and omissions on documents received from staff, departments
and/or the public. Maintains records. Schedules appeintments, makes travel arrangements, and maintainz calendars
for supervisorand staff

Office Support Supervisor

Supervise support staff of multiple work units which may include lower level supervisors. Ensure effective work flow,
operational consistency, and integration of work units. Evaluates, trains, and directs support. Determines training needs
and recommends training programs. Serve as a program/department expert which requires in-depth knowledge and
independent judgment in the application and interpretation of rules, regulations, policies, and procedures. Develops
and implements new methods, procedures, or strategies to solve work problems and improve productivity. Asseszes
office needs and makes recommendations to management regarding equipment, space, and staff reguirements.

Program Support Specialist

Provides a variety of high level program support functions. Reviews and processes documents. Determines and
explaing compliance with laws, rules, regulations and pelicies and takes appropriate action. Maintains a manual or
computerized records sy=tem. Gathers information, make decisions, resolve problems, and respond to inguiries.
Conducts involved searches which may reguire accessing and selecting multiple information sources or contact with

clients, vendors, or outside sourcesto obtain information. Performs spedalized support work that involves an extensive
knowledge of the program/depariment.

Typically requires a high scheoldiploma
or eguivalent and six months of relevant
work expenencs.

Typicaly requires a high scheoldiploma
or equivalent and one year of relevant
work experience.

Typically requires a high schooldiploma
or eguivalent and three months of
relevant work expenence.

Typically requires a high school diploma
or equivalent and s months of relevant
work expenence.

Typically requires a high schoeoldiploma
oreguivalent and six months of relevant
work experience.

Typically requires a Bachelor's degree
and oneto two years of relevant work
BXPETIENCE.

Typically requires an Associate’'sdegree
and one to two years of relevant work
EXpEeTience.
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Program Administrator

Develops, implements, and manages a specific program within the department or office. Coordinates planning and
project management activities. Respond to questions and requests for information. Provides training on program
objectives. Develops and maintains cooperative relationships with State, local, and private agencies. May supervise
subordinate staffin carrying out program objectives.

Graphic Design Specialist
Journey-level work in the design and production of printed publications and visual materials. Designing layouts,

s&lects text, incorporates photographs, and creates illustrations. Creates visual artwork for use in television
preductions or print media using computer video-graphics and cenventional art technigues.

Buyer

Compiles the necessary information and takes independent action to procure supplies, materials, equipment and
services. Prepares specifications and invitations to bid, reviews and evaluates bidz, and makes award
recommendations in accordance with legal requirements. Rezolves vendor-user confiicts, negotiates contractz and
izzues emergency purchase authorizations. Conducts research and performs value and life-cycle costing analysis.

Legal Assistant

Provides support to attorneys by conducting research and assembling legal materials for working files used in docketing
caszes. Reviews routine petitions regarding administrative appeals and prepares appropriate draft pleadings. Schedules
depositions, prepares exhibits for court cases, and maintains confidential legal files. Assits attorneys in ensuring that
deadlines are met for filing various court actions, and may file ocrders, judgmentz, pleadings, briefs and other documents
on behalfof an attorney.

Public Information Specialist

Performs public information adivities in support of a department’'s operations and public relations. VWrites and disfributes
routing news releases covering appointments, programs, meetings, and scheduled events. Writes routine speeches
and program scripts. Develops and maintains a variety of media contactz. Drafiz responses and provides information
to media and the public. Makes public presentations and represeniz the department at meetings and conferences.
Researches background data and interviews sources. Coordinates the work of consultants and vendors. Provides
input for department public relations goals and priorities.

Public Information Officer

Performs professional public information work by developing and writing news releazes, feature stories, pamphlets,
brochures, radio and television scripts, and other articles for an organization. Conducts research to verify reliability of
material to be published, Conducts interviewsto secure information. Answers inguiries about organizational activities.
Arranges promotional photographs. Servesas an internal public relations consultant to administrators.

Research Analyst

Professional journey-level work applying advanced statistical methods and procedures. Develops and designs models.
Culleulztsl compiles, anatyzes and interprets results of qualtative and gquantitative data. Prepares findings and
conclusions.

Typically reguires a Bachelor's degree
and one to two yearsof relevant work
BXPETIENCE.

Typically reguires a Bachelor's degree
or equivalent work experience.

Typically requires a Bachelor's degree
or equivalent work experience.

Typically requires a high school diploma
or equivalent and two to three years of
relevant work experience.

Typically requires a high school diploma
or equivalent and two tothree years of
relevant work experience.

Typically reguires a Bachelor's degree
and one year of relevant work
experience.

Typically requires a Bachelor's degree
and one to two yearsof relevant work
experience.
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Project Manager

Dewvelops project goals, work plans, timelines, implementation strategies, and evaluation methods for projects that
hawe erganization wide impact. ldentifies key stakeholders, develop and implement strategies to encourage and
obtain stakeholder and/or community awareness and support, and identify project partners. ldentifies and coordinates
with program committees and advisory groups. Administers project budgets, authorizes expenditures, developsand
maonitors contracts. Coordinates publicity and develops informational materiale. Provides direction to project team.

Library Assistant

Paraprofessional library work, with review for adherence to established practices and for results, consisting of
adwvanced technical activities within a library unit. Conducts bibliographic searches. Corrects or updates information
on local files/record systems. Provides information regarding locations or availability of material, resources, and
services. May work with specialized collections such as Braille, science, medicine, etc.

Custodian

Performs heavy-duty cleaning in hospitals, locker rooms, clazsrooms, dermitories, lavatories, or other areas. Cleans
and shampoos carpets, stripe and re-waxes floors, empties trash, dusts, and cleans walle, windows, bathrooms, and
other general use areas. Changeslight bulbs and maintains a small supply closet. Sets up equipment for special events
and services cleaning eguipment.

Maintenance Craftsman

Performs semi-skilled work in such areas as carpentry, electrical, plumbing, heating and ar conditioning, and equipment
repair. Assists journeyman electricians in new installations. Maintains and repairs plumbing fictures and systems.

Azsiis journeyman plumbers in the installation and remodeling of plumbing systems. Maintains and repairs heating,
ventilating, and air conditioning systems. Monitors beiler room by reading gauges for pressure and records in log book.
Checks and repairs leaks in heating/ceoling systems. Replaces thermostats, control and zone valves and power heads.

Changes and washes filters.

HVAC Technician

Journey-level =killed work assodated with the censtruction, maintenance, and repair of air-conditioning systems and
associated air handling, chilled water distribution, and pneumatic control mechanisms. Maintains refrigeration units
and their control systems. Performs preventive maintenance and ldentifies the cause ofthe problem. Determines the
materials and tools needed, the method of repair, and independently completes repairs.

Mechanic

Journey-level work repairing and maintaining motorized vehicles and related eguipment. Tunes gas and dieselengines,
diagneses problems, disassembles units, replaces parts, and reassembles units in varicus autemotive systems.
Repairs and maintains the following components: braking, cooling, electrical, exhaust and emissions coentrol, heating
and air conditioning, hwdraulic and air, steering, and suspension systems.

Roadway Maintenance Technician

Advanced journey-level technical highway and engineering work in multiple areas of responsibility. Utilizes highway
plans and specifications, maps, aerial photographs, GPS and GIS data for highway maintenance or engineering
activities. Performs the following actwities: censfruction inspection, roadway maintenance, pavement analss,
materials testing, traffic services, vegetation management, bridge inspection, survey, and design. Coordinates with
various outside agencies in computing, checking, and verifying quantities, materials, costs, and final contractor
payments. May direct others in one or more phases of a highway construction or maintenance project

Typically requires a Bachelors degree
and management level experience.

Typically requires an Associate’'sdegree
and oneto two yvearsof relevant work
experience.

Typically requires s months of relevant
work experience.

Typically requires six months of relevant
work experience.

Typically requires a high =chooldiploma
or eguivalent and three to four years of
relevant work experience.

Typically reguires three to four years of
relevant work expenence.

Typically requires one to two years of
relevant work experience.
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Parks & Recreation Manager

Management level workinthe operation of a small to medium-gized park. Prepares budget, evaluates park and law
enforcement operations, plans and supervizes construction/maintenance activities, and promotes park services.
Supervises permanent, seasonal, temporary and volunteer employees.

Carpenter

Journey-level gkiled carpentry work for the maintenance and repair of buildings. Constructs and repairs wooden
structures and strudtural parts. Reads blueprints, computes dimensions, cuts and assembles frameworks. Uses hand
tools such as saws, hammers, drills, lathes, levelz, and other carpentry tools. May design and censtruct custom office
furniture to meet unusual conditions and needs.

Electrician

Journey-level skilled work in the maintenance, repair and trouble-shooting of electrical sy=tems. Installs and maintains
electrical appliances, equipment, and components such as panels, circuit breakers, connectors, switches, transfomers,
and emergency generators. Diagnoses and corrects eledrical system and equipment malfunctions using tools and test
equipment. Reads blueprints and other drawings. May provide technical guidance and instruction to lower level
emplovess.

Plumber

Journey-level gkilled work in the instaliation, maintenance, and repair of plumbing systems and fixtures. Installs and
troubleshoots water heatersand steam lines. May maintain natural gas appliances.

Building Superintendent

Plans, directs, and performs repair and maintenance of a large building or a complex of smaller buildings. Supervises
and trains staff.

Dietary Aide
Applies dietary guidelines and prepares food under supervision. Cleans and sanitizes cooking utensils. Prepares
records and reports.

Registered Diefiian
Journey-level professional dietetic work. Develops menus and special diets. Consults with patients regarding dietary

needs and issues and provides them with training and educational services. Consults with other health care
professionalz regarding care and treatment of patients with special dietary needs.

Licensed Practical Nurse

Journey-level practical nursing work in the care and treatment of the ill, injured or infirmed. Participates as a member
of a nursing team in caring for the total needs of the patient. Participates in planning and imple menting patient care
plans. Observes and communicates patient condition. Administers legally prescribed medications within the scope of
state law and institutional policy.

Typically requires a Bachelors degree
and management level experience.

Typically requires four yvearsof relevant
work experience.

Typically requires state licensure as a
Journeyman Electrician and two years of
relevant work experence.

Typically requires state licensure as a
Journeyman Plumber and six months of
relevant work experience.

Typically requires two years ofrelevant
work expenience.

Typically requires a high =chooldiploma
or eguivalent and six months of relevant
work experience.

Typically requires registration as a
Dietitian with the American Dietetic
Asszodation and state licensure by the
Board of Medicine.

Requires licensure to practice as a
Practical Nurse.
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Registered Nurse

Journey-level professional direct patient care and treatment to patients or residents. Plans and implements patient
care plans. Evaluates responses to treatment and maintains comprehensive patient care records. Administers legalty
prescribed medications within the scope of state law. May supervise staffas assigned.

Nurse Manager (RN)

Supervises nursing staff and ensures quality management. Provides consultation and liaisen with staff, health care
providers, and the community. Evaluates staff performance. Plans, organizes, and supervises nursing programs.

ldentifies partnerships or resource sharing opportunities. Develops and oversees contractual agreements for services.
Utilizes consziderable knowledge of applicable state and federal laws and regulations. Ensures compliance with and
monitering of the appropriate standards. Ensures information is distributed and training is conducted to internal and

externalindividuals or groups.

Welfare Services Technician

Provides treatment and support services for clients by instructing homemaking, daily living and job attainment skills
such as money/budgeting, parenting, personal hygiene, and =ocial skils. Manages and monitors client maladaptive
behavior, followethrough and achievement of goak and agreements and ensures access to services. Serves as a client
advocate in meetings and with service providers. Acls as a role model and monitors family and child visits and report
observations. Collects data and arranges for support services.

Welfare Clinician

Provides assessment, multifaceted clinical therapy andior rehabilitative services to clients and families. Preparing
findings, diagnostic impressions, diagnosi, and recommendations. Selects, scores, administers, and interprets
psvchological tests. Presents assessment results to multidisciplinary team. Participates in treatment planning.
Provides forensic services. Designs and implements training. Coordinates program with other service providers and
community erganizations. Provides client, family, and community education services.

Health Education Specialist

Profegsional level work planning, implementing, and conducting healtth prometion and public health education
pregrams for individuals, groups and the community. Develops program materiale and makes presentations regarding
program activities.

Health Program Manager

Develops, implements, and evaluates the organization’s health program activities. Develops project plans, policies,
and contract proposals. Developing data collection and analysis strategies for utilization patternsand needs
assessment. Develops and menitors service/contract agreements and ensures guality azsurance. Conducting site
reviewsto evaluate compliance with state and federal regulations. Identifies problem areas and recommends
solutions. Trains and provides technical assistance and information to contractors, physicians, health professionals,
and the public. Makes presentations to providersand community organizations. May secure funding from grants and
private contributors.

Requires licensure to practiceasa
Registered Nurse.

Requires licensure to practice as a
Registered Nurse and one year of
relevant supervisory experience.

Typically requires a high =chooldiploma
and six months of relevant work
BXPETIENCE.

Typically requires a Master's degree and
one year of relevant work experience.

Typically requires a Bachelor's degree
and one year of relevant work
EXpEeTience.

Typicaly requires a Bachelor's degree
and two to three years of relevant work
EXpeTience.
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Correctional Officer

Journey-level security work in a correctional institution. Ensures security and maintains order by escorting inmates
within and outside the institution. Conducts searches ofinmates to control centraband. Inspects inmate living quarters
to ensure cleanliness and sanitation. Stands watch on an armed post. Patroles grounds and participates in inmate
counts.

Probation/Parole Officer

Journey-level work providing professional correctional work involing juvenile or adult probationers and/or parolees.
Conducts pre-zentence and pre-hearing investigations for use in probation and parole proceedings. Assists clients with

personal, social, financial, famity, employment and psychological problems and works with community service agencies
and law enforcement authorities to enhance the process of integrating offenders back into the community. Supervees
released offenders by enforcing parcle agreements and stipulations, and prepares pericdic reports on their activities.

Recommends remedial action when approprate.

Social Worker

Journey-level work performing professional licensed social services or clinical social services. Applies social work
principles to investigate, protect and provide social service intervention to children and families having problems with
neglect, abuse, delinguency or other social problems. Prepares case assessments and designs case plans. Evaluates
progress of client and families. Moniters placements and prepares court and other reports for foster care, adoption, or
other social evaluations. Maintains case fies.

Correctional Lieutenant

Supervisor over officers who maintain order and direct the conduct ofinmates in a correctionalinstitution. Schedules
and assigns work to officers. Provides staff training to ensure consistent enforcement of rules and application of
standard operating procedures. Evaluates officer performance. Recommends department plans and policies.

Correctional Manager

Manages community-based comectional facilties and as=sociated programs, or a combination of major programs such
as security, rehabilitation and treatment, and/or operations in a state correctional facilty. Forecasts, develops and
controls multiple program and department budgets and develops department goals. Ensures the civil rights of oflenders.
are provided for and protected. Mediates conflicte between internal and external erganizations and individuak.
Manages contracts with service providers. Maintains a clese relationship with law enfoercement agencies, courts, Parole
Commission, and/or Interstate Compact. Subject to 24-hour emergency call-back.

Figh & Game Officer, Senior

Journey-level professional law enforcement work in the area of feh and game management. Patrols large, otten remote
geographical areas for violations of game, fizh, andwatercraft laws or accidents. lzzues citations, secures complaints,

conducts investigations, makes arrests, writesreportz and testifiesin court. Collectdata on fish and wildlife populations.
Sell licenses an pru'.ficl'e information to the public.

Requires completion of Law
Enforcement training as mandated in
state statute. In addition, twpicaly
reguires two years ofrelevant work
experience or post high school
education.

Requires completion of Law
Enforcement training as mandated in
state statute. In addition, typically
requires and a high schooldiploma or
equivalent.

Requires licensure to practice as a
Licensed Clinical Social Worker. In
addition, typically requires a Bachelor's
degree.

Requires completion of Law
Enforcement training as mandated in
state statute. In addition, typically
reguires one vear of relevant
supervisory level experience,

Requires completion of Law
Enforcement training as mandated in
state statute. In addition, typically
reguires a Bachelor's Degree or relevant
management level experience.

Typically requires permanent status as a
Conzervation Officer or one year of
relevant work experience as a sworm
peace officer.
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Police Officer

Journey-level work enforcing motor vehicle traffic laws and all criminal law s through ground patrols. Conducts criminal
investigations. Patrols the streets and highw ays forthe purpose of preventing crime, maintaining order, and promoting
safety. Investigates motor vehicle crashes. Protects residents, employees, the general public and property.

Police Captain

Manages all enforcement and support operations forpatrol or investigations within a district. Develops and ensures
appropriate programs to prevent the loss of life, personalinjury, and property destruction. Develops and implements
short and long-range plans and programs to improve community, public, legislative, and media relations. Ensures
adeguate rezources are available to fully staff spedalty programs. Ensures full participation of subordinate staffin the
prosecution of offenders.

Scientist

Journey-level professional scientific work applying diversified knowledge and advanced scientific principles, theories,
concepts, and technigues. Performs analyses related to a specific environmental media or scientific discipline.
Recommendations have a direct affect on program policies. Provides solutions, standards, and protocols to a wide
range of difficult problems. Serves as a task force member or team leader for a group of scientists and support personnel
for on-going projects or studies.

Chemist, Senior

Journey-level work performing professional chemical laboratory work. Applies advanced instrument anahysis
technigues to identify and analyze chemically construded or bonded materials and substances quantitativehy or
qualitativehy.

Forensic Scientist, Senior

Performs advanced, multi-level examinations and analyses. Plans and manages a large and diverse regional or
siatewide case load. Supports state and locallegal and criminal justice agencies. Serves as interagency liaison.
Trains and acts as supervising analyst in casework specalty.

Engineer (Technical)

Journey-level work within technical speciatty. Performs all normal and cenventional aspects of journey-level
engineering and provides consultation with other professional engineering staff and management in their specialty.
Applies intensive and diversified knowledge of engineering principles and practices. Plans, schedules, conducts, and
coordinates detailed phazes of the engineering work. Makes independent decisions on engineering problems and
methods and represents the organization in conferences. Develops improved techniques.

Requires  completion of Law
Enforcement training as mandated in
state statute, including advanced fied
training. Must possess a valid drivers
license and pass a background
investigation and pohlyaraph
examination.

Requires compiletion of Law
Enforcement training as mandated in
state statute, including advanced field
training. Typically requires a Bachelor's
degree or five to =even years of relevant
management level experience. Must
possess a valid driver's license and
pass a background investigation and
pohlygraph examination.

Typically requires a Bachelor's degree
and four years of relevant work
experience or a Masters degree and
two yearsof relevant work expenence or
a Doctorate of Philosophy.

Typically requires a Bachelor's degree
and three years of relevant work
experience.

Typically requires a Bachelor's degree
and three years of relevant work
EXpETIence.

Typically requires a Bachelor's degree,
licensure as a Professional Engineer
and four years of relevant work
EXperience.
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Engineer (Civil)

Journey-level professional civil engineering work associated with the planning, designing, and construction of
structures, facilties, highways, bridges, transportation systems, including drainage systems. Work involves
independent evaluation, adaptation and modification of standard techniques, procedures, and application of theory and
practical engineering experience. Plans, schedules, and coordinates detailed phases of the engineering work in part
ofa major prejector in a total project of moderate scope. Reguires registration/licensure as a Professienal Engineer
(PE). May oversee work oftechnical staff.

Engineering Manager

Plans, organizes, directs, staffs, and controk the eguivalent of a large department with multiple engineering
applications. Develops department policies, rules, procedures, standards and specifications. Ensures the enforcement
of uniform interpretation, application, and implementation of engineering standards and procedures. Develops criteria,
concepts, and cost estimates. Prepares final de=igns and specifications. Prepares technical reports, correspondence
and publications.

Typically requires a Bachelor's degree,
licensure as a Professional Engineer
and three to four years of relevant work
experience.

Typically requires a Bachelor's degree,
licensure as a Professional Engineer
and management level experience.

[
=
i1l
[X]

=]




108 |Page

MILLIMAN REFPORT
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Milliman

Miliman is ameng the world's largest providers of actuanal and related preducts and
services. The firm has consulting practices in life insurance and financial services,
property & casualty insurance, healthcare, and employee benefits. Founded in 1547,
Williman is an independent firm with officesin major cities around the globe.

milliman. com

CONTACT

Lisa Hughes
liza.hughes@miliman.com




APPENDIX C: EXISTING SALARY STRUCTURES

EXISTING SALARY STRUCTURE - PRIMARY

HOURLY ANNUAL
PAY  MINIMUM GRADE MAXIMUM

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

EXISTING SALARY STRUCTURE - PUBLIC SAFETY

HOURLY ANNUAL
PAY  MINIMUM  GRADE MAXIMUM

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

RECOMMENDED SALARY STRUCTURE - PRIMARY

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

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

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

JOBS ASSIGNED TO IT/ENGINEERING SALARY STRUCTURE

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




Jobs Assigned to IT/Engineering Structure Continued

JOBS ASSIGNED TO IT/ENGINEERING SALARY STRUCTURE

ITINFO MGT SPECIALIST | LAND SURVEYOR, TRANS

IT INFO MGT SPECIALIST Il LAND SURVEYOR-IN-TRNG

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

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

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

JOBS ASSIGNED TO PUBLIC SAFETY SALARY STRUCTURE

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

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

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

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

PAYLINE EXCEPTIONS

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

GRAND TOTAL

{

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

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

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

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

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

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

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

TURNOVER BY AGENCY

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

AGENCY NAME SEPARATIONS TURNOVER RATE

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

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

AGENCY NAME

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

Correctional Industries

Dept. of Agriculture

Dept. of Commerce

Dept. of Correction

Dept. of Environmental Quality

Dept. of Finance

Dept. of Fish & Game

Dept. of Insurance

Dept. of Labor

Dept. of Lands

Dept. of Parks & Recreation

Dept. of Administration

Dept. of Health & Welfare

Dept. of Water Resources

Div. of Financial Management

Div. of Human Resources

Div. of Veterans Services

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

Idaho Division of Career Technical Education
Idaho Commission for Libraries

Idaho Commission on Aging

Idaho Public Television

Idaho State Independent Living Council
Idaho State Lottery

Idaho State Police

Idaho State Racing Commission

Idaho State University

Idaho Transportation Dept.

Industrial Commission

Judicial Branch

Juvenile Corrections

Lava Hot Springs Foundation
Legislative Services

Lewis-Clark State College

Military Division

Office of Administrative Hearings
Office of Board of Education

Office of Drug Policy

Office of Energy and Mineral Resources
Office of Information Technology Services
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0
6
1
12
47
6
340
50
5
44
15
115
51
27
22
510
17
2
3
91
51

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




Turnover by Agency Continued

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

JOBS WITH HIGHEST TURNOVER

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

119|Page




REGIONAL TURNOVER

B0uIdanyg

pBonincs

North Central
TOTAL SEPARATIONS: 230
TURNOVER: 7%

Central
TOTAL SEPARATIONS: 1,924
TURNOVER: 60%

Southwest
TOTAL SEPARATIONS: 158
TURNOVER: 5%

Map created at www fia-shop com

Panhandle
TOTAL SEPARATIONS: 174
TURNOVER: 5%

Clearwater

Eastern
TOTAL SEPARATIONS: 146
TURNOVER: 5%

Custer Clak [

Jefferson | Madis
Madisorl |

Camas
Elmore

Bonneville]

Blaine

e Southeastern

L eme T TOTAL SEPARATIONS: 459
I TURNOVER: 14%

win falls iBeanlfake]

South Central

TOTAL SEPARATIONS: 97
TURNOVER: 3%

FY23 EXIT INTERVIEW DATA

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

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

“Career Opportunities” and “Management.”

“We want to understand the reasons our employees choose to leave State of Idaho employment.

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

Pay

24.86% rated “Pay” the most important factor

Retirement

18.38% rated “Retirement” the most important factor

Career Opportunities

11.35% rated “Career Opportunities” the most important factor

Management
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APPENDIX G: VACANCY RATES

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

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

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

REGULAR
CLASSIFIED

FTP

0.00
522.29
33.40
39.77

30.00

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

2.00

1.00
9.00

31.00
13.00
58.00

3.00

COMBINED
REGULAR

FTP

12,460.36 18,262.68

206.80
2,803.75
38.40
40.77

32.00

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

4.00

3.00
43.00

33.00
14.00

65.00
4.00

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

VACANCY
RATE

11%
9%
6%
6%
0%

11%

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

3%

5%

6%
12%
11%

8%

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

7%

0%

0%
12%

10%
0%
7%
0%




Vacancy Rates by Agency Continued

VACANT
VACANT NON-
CLASSIFIED CLASSIFIED

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

COMBINED
REGULAR
FTP

542.03
2.00

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

126.00

7.00

15.00
18.00
64.00

43.00
30.00
16.00

24.00

4.00
101.00
51.00
247.59
6.00

405.75
27.50
6.00
115.00

138.00
11.00

VACANCY
RATE
9%

0%

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

7%

22%

0%
14%
9%

10%
9%
9%

4%

0%
7%
9%
2%
0%

10%
0%
0%
7%

7%
0%




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

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

was implemented.

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

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

5-YEAR CEC HISTORY OVERVIEW

FY 2020 FY 2021 FY 2022 FY 2023 FY 2024

( 2% merit increase for \ (- $1.25 merit increase )
all FTP for all FTP
2% equity increase for 3% fully funded
20 targeted upward shift to
classifications salary structure
G J
3% upward shift to

\ salary structure )
(_ $1.20 merit increase \

for all FTP
( 2% meritincrease and \ 2% merit increase for .
$550 non-metit all FTP Ave. 8.5% upward shift
increase for all FTP, of core schedule

2% upward shift to

totaling 3%
salary structure

New salary structure

3% upward shift to for public safety

\ salary structure j Moved pay grade

\ minimums to 75% /
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DETAILED 5-YEAR CEC HISTORY

FISCAL
YEAR

FY 24

FY 23

DHR RECOMMENDATION

DHR RECOMMENDED:

DHR RECOMMENDED:

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

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

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

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

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

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

THE GOVERNOR RECOMMENDED:

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

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

e Continuation of jobs on payline
exception;

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

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

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

e  Maintain all jobs on payline
exception;

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

e  Maintain the current employee
benefit package.

THE GOVERNOR RECOMMENDED:

e Fund 3% merit increase for
permanent state employees;

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

e Continuation of jobs on pay line
exception;

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

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

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

e A3% salary increase to all
permanent positions;

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

LEGISLATIVE ACTION

THE LEGISLATURE AUTHORIZED AND

FUNDED:

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

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

e An additional salary structure for
public safety positions;

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

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

THE LEGISLATURE AUTHORIZED AND

FUNDED:

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

e A3%salary increase to all
permanent positions;

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

e Continuation of jobs on pay line
exception;

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

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




Detailed 5-Year CEC History Continued

FISCAL
YEAR

FY 22

FY 21

DHR RECOMMENDATION
DHR RECOMMENDED:

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

e Continuation of job classifications
on pay line exception;

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

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

DHR RECOMMENDED:

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

e Continuation of job classifications
on pay line exception;

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

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

127|Page

EXECUTIVE BUDGET
RECOMMENDATION

THE GOVERNOR RECOMMENDED:

o A 2% merit increase for permanent
state employees;

e A 2% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

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

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

THE GOVERNOR RECOMMENDED:

e A 2% merit increase for permanent
state employees;

e A 3% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

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

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

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

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

LEGISLATIVE ACTION

THE LEGISLATURE AUTHORIZED AND

FUNDED:

e A 2% merit increase for all
permanent employees;

e A 2% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception was approved;

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

THE LEGISLATURE AUTHORIZED AND

FUNDED:

e A 2% merit increase for all
permanent employees;

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

e A 3% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

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




Detailed 5-Year CEC History Continued

FISCAL
YEAR

FY 20

DHR RECOMMENDATION
DHR RECOMMENDED:

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

e Continuation of job classifications
on pay line exception;

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

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

THE GOVERNOR RECOMMENDED:

A 3% merit increase for
permanent state employees;

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

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

THE LEGISLATURE’S JOINT CEC

COMMITTEE RECOMMENDED:

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

LEGISLATIVE ACTION

THE LEGISLATURE AUTHORIZED AND

FUNDED:

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

e A 3% upwards shift of the
compensation schedule;

e Continuation of jobs on pay line
exception;

e Maintain the benefit funding at its
current level.




APPENDIX J: EQUAL PAY DATA

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

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

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

WOMEN'S EARNINGS AS A PERCENTAGE OF MEN'S

State of Idaho Workforce (FY 23) 92.0%

United States (2021)

83.1%

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

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

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

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

HISTORY OF SALARY SAVINGS

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

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

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

SOURCES OF SALARY SAVINGS

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

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

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

e One-Time Salary Savings: generated during the time it takes to refill a position following a
separation.
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o Example: If takes 60 days to hire for a 520.00 an hour position, approximately 56,400 is
saved in one-time savings. Ongoing salary savings are generated when a position is filled at
a lower salary.
e Ongoing Salary Savings: generated when a position is filled at a lower salary.
o Example: If an employee retires earning 540.00 an hour and their successor is hired at
$30.00 an hour, the agency has generated $10.00 an hour in ongoing salary savings.

USES FOR SALARY SAVINGS

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

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

e Paying for vacation payouts and overtime expenses;

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

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

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

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

FISCAL YEAR 2023 SALARY SAVINGS

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

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

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

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

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

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

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

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