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Legislative Intent Is to Fund a 
Competitive Compensation Package  

As outlined in Idaho Code, legislative intent for 
the state’s total compensation system is to 
competitively attract qualified employees with a 
commitment to public service excellence as well as 
motivate existing employees to maintain high 
standards of productivity and reward them for 
outstanding performance. To implement, the 
Legislature established policy pay rates.  

Policy pay rates, also referred to as the market 
average, are used in the compensation schedule 
for classified employees. The rates used in the 
current compensation schedule, established in 
2009, were set 4 percent below relevant external 
market comparisons. Since 2009, the policy pay 
rates have fallen further behind. 

90 Percent of Classified Employees Are 
Paid Less Than Their Policy Pay Rates  

After analyzing the pay rates of state employees in 
2012, we found that of the 12,604 classified 
employees, 90 percent were paid less than their 
assigned policy pay rate. Of this 90 percent, 
approximately 45 percent were paid 20–32 
percent less than their policy rate.   

25 Percent of Respondents Said They 
Intend to Find New Employment 

We surveyed more than 17,000 state employees; of 
the 11,000 who responded, 25 percent indicated 
they were likely to leave their current job within 
the next two years. When asked what factors 
contribute to their leave intention, respondents 
most frequently identified poor compensation and 
lack of career advancement opportunities.  

Considerations for Policymakers 

To address discrepancies between the intent of 
compensation policies and their implementation, 
we offer considerations for policymakers:  

Evaluate state compensation policies 

Bring employee pay rates closer to current 
policy pay rates 

Evaluate the relevance and practicality of 
setting the compensation schedule at 4 percent 
below the market comparisons 

Appoint a task force to formulate a 
coordinated plan for moving forward 

We also ask policymakers to consider two key 
questions about employee compensation: 

What would be an acceptable number of 
classified employees who earn less than their 
policy pay rate? 

How evenly should these employees be 
distributed below their policy pay rate? 

Recommendations for the Division of 
Human Resources 

We provide the Division of Human Resources with 
recommendations that focus on two areas:  

Updating the compensation schedule 

Improving efforts for collecting statewide 
turnover data  

State Employee Compensation and Turnover 
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A discrepancy exists 
between the 
legislative intent of 
state compensation 
policies and  
their actual 
implementation 



90% of classified employees are paid less than 
the policy pay rate 

0 

1,000 

2,000 

3,000 

4,000 

5,000 

6,000 

>20% Below 

>10-20% Below 

Up to 10% Below 

At or Above Policy 

Policy  
Pay Rate 

Cl
as

si
fie

d 
Em

pl
oy

ee
s 

Minimum  
Pay Rate 

Maximum  
Pay Rate 

90% 

41% 32% 17% 10% 



4 

On average, 
classified  
employees  
earn  

85%  
of their  
policy pay 
rate 
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CEC increases have not kept pace  
with inflation 
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There is a strong link between 
compensation  
and  
turnover. 
 



Turnover rates were affected by  
the economic downturn 
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Recent changes in the 
collection of separation codes 
shifted from  
why employees leave to  
where they find other jobs. 
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25% of state 
employees 
responding to an 
OPE survey said 
they plan to leave 
their current job 
within the next two 
years 
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Turnover 

Compensation was 
cited as the number 1 
reason for turnover 
intentions and for 
actual turnover 
 
In general, state 
employees are satisfied 
with their jobs 

10 



11 

Evaluate state compensation policies 

Bring employee pay rates closer to 
current policy pay rates 

Evaluate the relevance and practicality 
of setting the compensation schedule 
at 96 percent of market comparisons 

Appoint a task force to formulate a 
coordinated plan for moving forward 
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What would be an 
acceptable number of 
classified employees who 
earn less than their policy 
pay rate? 
 
How evenly should these 
employees be distributed 
below their policy pay rate? 
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