Written testimony for:
Change in Employee Compensation Committee
For the record, this written testimony is supplied by Don Drum, Executive Director and/or Mike
Hampton, Deputy Director, PERSI.
PERSI would like to thank the committee for the opportunity to submit written testimony regarding
challenges with recruitment and retention under the current economic and demographic conditions. As
a point of reference, PERSI is a dedicated fund agency that competes against the private retirement and
financial industry for the recruitment and retention of qualified staff in the Boise and National labor
market.
Current Challenges:
-

-

-

-

PERSI currently has 73 approved PCN’s, of which 10 are currently open and unfilled (or 14% of
our workforce).
PERSI is experiencing a greater than 70% turnover rate in our call center staff. Currently
classified as a CSR2, pay grade H. The quantity and quality of applicants applying for these open
positions has declined dramatically. Our most recent posting received two applicants, of which
neither showed up to a scheduled interview.
On December 10th, we were notified of two more staff leaving PERSI and public employment.
One long time staff (14+ years of service) decided to retire out of Employer Services Center and
the other was a Portfolio Accountant who accepted an offer in the private sector for a 67% pay
increase.
Of the 73 approved PCN’s, 36 are currently at or below 80% compa ratio. Approximately half of
our total approved PCN’s.
PERSI is experiencing a loss of experienced staff that is not sustainable. In the past six months,
experienced staff lost to the private sector are Portfolio Accountant (K), IT Software Engineer
(K), Training Specialist (L), and Project Manager (N), and experienced staff lost to retirement are
Front Desk (G) and Financial Technician (H).
Peer public pension systems are now targeting other public pension systems to recruit
experienced staff. Oregon and Texas have announced they are promoting a recruiting campaign
to hire remote workers in other states who can work from home and not have to relocate to
their offices.

Flexibility to address Boise and National market equity adjustments and the resulting internal
compression this creates would be beneficial to react quickly and stave off the loss of experienced staff
and recruit and retain quality staff.
Thank you for the opportunity to provide this written testimony to the Committee. PERSI and its staff
truly appreciate any action the Committee chooses to take to address the current labor market in Boise
and beyond.

Director Wolff and Director Freeman,
Below please find the written comments on behalf of Boise State University in regard to the upcoming
CEC meetings. Please let me know if you have any additional questions or require any additional
information.

CEC & Legislative Comments 2022
Our new Strategic Plan, Blueprint for Success, has a pillar that focuses on Fostering a Thriving
Community. Through our People Strategy, we aim to advance a learning and working
environment dedicated to the flourishing, whole-employee experience, enhancing employee
well-being and career growth.
In spite of our commitment, Boise State, like many other organizations throughout the nation,
has been affected by what has been called “The Great Resignation.” In 2021, we experienced
an average turnover rate of more than 14%.
Over 75% of the positions vacated—as well as the hardest to fill in 2021—are at pay grades
with mid-point of $60,000 or less. These include support positions such as:
• Administrative and management assistants
• Custodial
• Trade and building specialist positions
• Academic advisors
• Customer service representatives
• Finance, HR, marketing and technical records support
Each year, along with other state agencies, Boise State has increased the pay grades by 2% as
directed by the annual Change in Employee Compensation (CEC). This modest incremental
increase has put us further behind the market, which has elevated salaries more quickly, and
leaves Boise State vulnerable to turnover. As the Boise metropolitan area and the state of
Idaho grow, the need for workers has intensified and compensation demands are predicted to
increase by 5-6% in 2022.
Moreover, as housing prices and the cost of commuting have skyrocketed in the Boise metro
area (some of the highest spikes in the state and nation), our state benefits, health insurance
and retirement no longer provide the compelling recruitment and retention tool they once
did. Other companies in the area have begun to offer much higher salaries to address this cost
of living and wage gap, and our employees are looking for direct cash compensation. While the
“rush to Idaho” makes it very difficult for all of our universities, Boise State’s location in one of
the fastest growing and most competitive housing and employment markets in the country, has
made it particularly difficult for us to compete.
Here are a few recent examples from 2021:
1. Chelsea, a five-year employee who served as a developer in the Office of Information
Technology for a salary of $95,000, was a high performer that we would have loved to
retain. She had the flexibility of working remotely for Boise State over the last two years.
She was recruited away by a private company outside the area that is employing
professionals to work remotely. Her starting salary for a similar position was $160,000
and she has since has been increased to $200,000. Grayson, another OIT employee
that had been with Boise State for 8 years at $77,000, recently left to join a local
company for a salary of $137,000.

2. We had tremendous retention issues in our Office of Human Resources in 2021 with
nine employees moving to positions with local private companies. These positions came
with increased salaries of $20,000-$30,000 annually for similar roles.
3. Mark, a tenured professor in the Accountancy Department has been with Boise State for
17 years at an annual salary of $141,000. The annual CEC increase has not kept up
with market rates. New associate professors, a rank below in the same department, are
starting at a higher rate of $160,000 due to meeting market demands. This compression
threatens to render our universities across the state vulnerable to “faculty poaching” of
our best and brightest Idaho faculty in critical fields.
4. Though vital to our facility operations, custodial positions are hard to fill and retain
because workers could earn a higher hourly wage at local fast-food restaurants. Boise
State’s starting wage for custodians was $11.00, while our market is paying $15.00. In
2021 we saw an average of 7 of unfilled positions at any point in time. We have faced
the same hiring and retention problems with entry-level minimum wage positions across
the university.
Our 2021 exit-surveys revealed that more than 31% of employees left Boise State for
compensation reasons, followed by 20% leaving for lack of career and promotional
opportunities. While we are addressing career development by offering monthly workshops for
employees to enhance their skills and learn how to grow their careers, we need legislative
assistance to address compensation issues and to bring our hard-working employees closer to
fair market wages.
--
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CEC Committee Testimony, January 19, 2022
Mr. Chairman and members of the CEC committee.
Thank you for allowing me to share information with all of you today. As most of
you know, I spent a few years sitting in your chair and in fact chairing this very
committee. I am grateful for your dedication and desire to be responsible and cost
effective with our tax-payer dollars.
Based on recent comments and those I’ve heard over the years; I am confident
that we all recognize and value the talent we have at the State. Our employees are
fulfilling the very important work that you and the citizens have requested. As a
legislator, for 25 years, I thought I knew what a public servant was, I thought I
understood the dedication of state employees, but when I became Director, my
understanding expanded. I can say without hesitation, we are fortunate to have
some of the brightest, most dedicated public servants in our ranks—especially at
the DOI!
Within the past 12-18 months the DOI has had a record number of employees
resign from their positions with retirements being on par with prior years. The DOI
started 2021 with 13 vacancies. With the agency’s approved Full Time Employees
being 71.5, these vacancies represented 18% of our total FTE, and is approximately
10% over DOI’s previous highest number of openings at one time. Our vacancy
rate usually runs around 4-8 positions.
I concur with Administrator Wolf’s comments from last week. Employees are
leaving for various reasons.
The professional, more technical positions at the DOI are being lured away to
other states, private sector, and even city and county jobs that offer higher wages
and, in some cases, a better benefits package. In our department, the breakdown
of where employees went is thus:

• Another State – 2 Deputy Chief Examiner/Examinations Supervisor (one of
which came back) By the way this is the 3rd attempt to attract employees
away from us. The last attempt after years of training and education they
offered $8 more an hour. Fortunately, we were able retain that employee
even though her wage was lower. My thanks to DFM and DHR for their
assistance.
• Private Sector – 1 Company Activities Bureau Chief, 2 Examiner Financial
Analysts, and an Insurance Financial Analyst
• County and/or City – 2 Deputy State Fire Marshals
It is critical to understand that these positions affect our DOI Accreditation. The
DOI Accreditation is critical to keeping companies in Idaho. Without accreditation,
insurance carriers are forced to leave or receive examination by every state that
they are marketing. As we went through our accreditation examination this year,
they called us an “exporter of talent”. And commended us on our ability to
respond quickly, hiring and training replacements. While I appreciate the
compliment, I know it is not cost effective to train new employees only to be hired
away.
Employees also left for 1) promotions in other industries or agencies, 2) career
changes, 3) stay home to take care of dependents. We also had two employees
who resigned or plan to resign to relocate to another state because they can no
longer afford a home in the Boise area on their Idaho State salary.
Turnover is one of the costliest areas for employers. As noted by the Society of
Human Resource Management, “Research suggests that direct replacement costs
of turnover can reach as high as 50%-60% of an employee's annual salary, with
total costs associated with turnover ranging from 90%—200% of annual salary.”
However, for the DOI the story isn’t just about turnover and the increase of
volume in open positions. It’s also about the significant lack of candidates applying
for open positions. The applicant pools make the vacant positions more alarming.
For the positions I mentioned, we are unable to attract candidates for those
positions at the wages we are offering. Our response has been to underfill and

train to meet the certification requirements. But even that is becoming more
difficult.
Prior to late 2020, the DOI would generally post and fill positions within about 5 to
6 weeks. It was rare for our agency to have to post a position more than once,
though it did happen occasionally. In 2021, nearly all staff positions (including
customer service, office specialist, administrative assistant, etc.) were posted
multiple times due to a lack of applicants and/or viable candidates.
Professional or Technical Positions
Another example of difficulties we face hiring for professional or technical
positions is Fire Plans Examiner, a State Fire Marshal position that was vacated due
to a promotion. This position has been open for four months and we have only
received three applicants who met the minimum qualifications. Of those three
applicants, none were a fit for the job for various reasons.
The Plans Examiner position hiring rate is $22.63, 80% of policy. By comparison,
the City of Boise pays up to $30 for a position with similar experience and skill
requirements. The next level position in SFM is a deputy position. It pays $25.56,
80% of policy, which is also under the city’s posted rate. Additionally, the city has
an equally, if not more attractive benefits package.
This position will be very challenging to fill. In the meantime, as it remains vacant,
the important work of this position is being performed by other members of the
SFM team.
Leadership Positions
Recruiting for two leadership positions at DOI demonstrate this issue further:
• Market Oversight Bureau Chief: This non-classified position was vacant for 20
months. It was first posted in 2019, remained open for all of 2020, and finally
filled in May 2021. We had less than a half dozen qualified candidate’s
express interest. The Deputy Director, who is also the actuary for the DOI,
had to perform double duty and cover both positions for the year plus.

• Program Supervisor - SHIBA: This position was posted twice and vacant for
six months before being filled. Again, a very minimal number of candidates
applied for this position.
Another issue that comes as a result of the lack of candidates is hiring delays. It
places a heavier burden on an already very hard-working staff. One manager who
supervises a staff of five, had three positions vacant at one time. She and others at
the agency worked tirelessly to fill the coverage gaps, but because of the extended
duration of the vacancies, we finally had to hire a contractor to help maintain
service levels.
In my opinion, given my experience in both roles, I respectfully suggest, the state
needs an aggressive CEC this year. I support the Governor’s and DHR’s
recommendation for a 5% CEC. I fully support the 2% will be a fully funded pay
structure increase and 3% used for merit increases. It is critical that Directors have
the flexibility to address the hard to fill/difficult to retain positions with the 3%
merit. The funded 2% pay structure increase is also critical because as
Administrator Wolf’s slide depicted, over 85% of the state’s classified employees,
with 5+ years, are paid below policy for their pay grade.
In past years, the pay structure has not been funded, which forces agencies to take
from the merit increase to meet the adjustment. Which makes it even more
difficult to attract and retain those highly skilled positions. Which unintentionally
ends up being counter productive to our goal of wise use of our tax-payer dollars.
By increasing the State’s pay structure and not funding it—potentially moves
employees further away from policy and closer to the minimum. Compression is
being created and it requires that the issue be addressed without budgetary
support. Your understanding and consideration of this issue during this upcoming
CEC determination is greatly appreciated.
Thank you for inviting the DOI to share our experience today. Thank you for your
assistance and consideration. I truly appreciate your support. I am happy to
answer questions.
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Thank you for the opportunity to provide testimony about the
state's personnel system and employee compensation. I thank you for
your public service to Idahoans and for the integrity with which you
govern our great state. I am very thankful for your work on this
important Committee and your thoughtfulness regard ing our state's
most valuable resource : its employees. I recognize and appreciate the
investment in ex ternal studies that help guide your decision making
and your stated commitment to build and retain the state's human
capital.
The Idaho State Historical Society (ISHS) is an extraordinary
system of cultural and historic resources comprised of the Idaho State
Museum, State Archives and Records Center, State Historic
Preservation Office, and Historic Sites Program. We were founded in
1881 and the legislature established ISHS as a state agency in 1907.
Our mission is to preserve and promote Idaho history. We employee
57 full time employees, over 20 part time group positions, and over
150 non- paid volunteers.
The ISHS stewards irreplaceable state-owned collections,
provides information and understanding about Idaho history, stipulates
local voice to federal decision making through implementing the
National Historic Preservation Act (NHPA), supports Idaho's
educational and curriculum needs through informal and applied
learning opportunities, provides records management services to 35
state agencies, and serves as the official repository for permanent
state records.
I write today to seek your support to fulfil the state's intended
employee compensation philosophy as stated in Idaho Cod e 675309A.
When I began my state service in 2007, our compa- ratio was
72% . Our 2021 com pa-ratio is 81 %. In the last 5 years, our agency
has ex perienced turnover in 23 positions, or 40% of agency's
wor kforce. ISHS staff left agency for (primarily) publ ic sect o r
Preserving the past, enriching the future.
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positions, in Idaho and out of state, for increases in salaries that ranged from $5,000$45,000. In a 2021 employee survey, ISHS staff indicated low pay as the primary factor in
reticence to recommend agency employment to others. ISHS has dedicated significant,
additional non-state resources to its personnel funding pool, and still, we are unable to
achieve sufficient progress toward competitive salaries. We need the state's support to
reach this goal in a timely manner.
Turnover is costly, impacts morale, and has mission and customer service
implications. There is significant opportunity cost when we lose accomplished, credentialed
staff. The intellectual capital necessary to fulfil our mission and public service
responsibilities is injured every time an experienced employee departs. Another person
must temporarily fulfill duties while a time-consuming and sometimes failed recruitment
takes place. When we do find a credentialed employee, there are then additional costs for
moving, onboarding, and training. It can take months, or longer, to ensure that a new
team member is fully socialized and operating at their highest capacity.
Building a sustainable, high performance work culture is an ongoing process. As the
State of Idaho looks toward the future, it is imperative that we secure and foster an
inclusive workforce that is exceptionally qualified in their discipline and in the state
government enterprise. Employees operate at their best when they are a good "fit" for their
position; fulfil their organization's mission with demonstrated success; and feel valued by
their employer. A competitive salary and benefit package, excellent training, organizational
support, and an inspiring work environment are essential in building employee commitment
and longevity, which thus leads to sustainable organizational success.
Our agency serves Idahoans through essential core programs of collections and
archival reference; access to experiential exhibitions; delivery of specific curriculum based
programs that broadly build K-Career skills; stewardship of collections and archeological and
historic sites; and fosetering a high level of trust and expectation for agency financial
resources derived from state, private, grant, and foundation sources.
We expect our employees to be excellent professionals: creative, entrepreneurial,
problem solvers, data driven, and business savvy. We require them to work with grace,
discipline, and patience in serving the public. Further, we expect them to engage with a
wide range of stakeholders and raise funds and resources to support their public service
programs . All these attributes are derived from skills gained through formal credentials,
continued self-improvement, and the ability to adapt, continually, to new practices in an
ever-changing world.
State employees perform vital services for our citizens and their comm itment is
critical for the State of Idaho's long-term success. Thus, I respectfully request your
consideration and support of an aggressive CEC as recommended on page 37 of the FY
2023 Change in Employee Compensation and Benefits Report.
Thank you for your support of Idaho's workforce, today, and for our future.

Respectfully Submitted,

Executive Director and State Historic Preservation Officer
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Dear Chairmen and Committee members,
Thank you for the opportunity to provide written testimony regarding Change in Employee Compensation
(CEC), and I appreciate the difficult task before your committee. My comments are focused on three primary
points:
1. Strong support for the Governor’s CEC recommendation,
2. Support for ongoing CEC, and
3. A request that agencies be given flexibility to implement CEC in a way that is most effective.
Support for the Governor’s Recommendation
The Governor’s CEC recommendation is meaningful and appreciated. I have had the privilege of serving as the
Idaho State Department of Agriculture (ISDA) Director for the last 15 years, and I have seen a variety of
employee compensation strategies in that time. As many of you will remember, State agencies received no CEC
funding for four years during and after the Recession.
We were fortunate that many of our employees understood the difficult economic environment and stayed with
the State. However, long-term pay stagnation impacts morale and turnover. Even as the economy improved,
ISDA faced significant compa-ratio and compression challenges as a result of CEC gaps.
It is also important to note how much work we have put on our current employees. ISDA has just eight more
FTPs than we had 15 years ago. Compare that with agricultural industry farmgate growth which is more than 80
percent since 2006. We also have had a number of programs added to the agency in that time: invasive species
watercraft inspection, FSMA, animal traceability and hemp, as well as substantial growth in our range program
and others.
Given extraordinary growth around Idaho, some of ISDA’s starting rates simply are not a living wage anymore.
With record job openings in every sector, we cannot expect to recruit employees for less than what they need to
support their families.
Support for Ongoing CEC
The Recession was an example of how a lack of CEC adjustments can create significant problems that are not
easily solved the next year. Without ongoing investments, the State’s pay structure falls behind and increases
the likelihood that employee will seek more competitive pay.

While ISDA is blessed to have many outstanding employees, turnover is a challenge. It also is not just a result
of the current job market. The State has been falling behind for some time. In 2012, ISDA’s classified turnover
rate was 14.2 percent. In 2015, it was 19.4 percent. In 2021, our turnover rate was 19.8 percent.
The next logical question would be to ask why the rate is growing. Idaho’s strong economy plays a part.
However, ISDA also is a very external-facing agency. By that I mean our work is driven by a high degree of
interaction with the agricultural industry. Our employees gain specialized technical training while on the job,
and then they interact with industry across the State. I am proud of our employees, but I also know their good
work makes them much more likely to get job offers from private industry. As State pay becomes less
competitive, we become more of a temporary training environment and less of a place where people stay.
It can take up to one year to properly train new staff, and sometimes many years for employees who perform
highly technical work. To lose these employees after that investment is a terrible proposition for the agency and
the people we serve. It’s expensive, difficult to rectify quickly, and can delay service.
CEC Implementation Flexibility
CEC is most effective when it provides flexibility for agencies to account for unique challenges and priorities.
For example, ISDA puts a high degree of emphasis on job performance. We also have unique positions that are
difficult to fill such as dairy plant inspectors.
State agencies are not one-size fits all. ISDA staffing changes dramatically throughout the year, as a large
number of temporary employees are hired for harvest inspections and other seasonal work. We can hire
upwards of 300 temporary employees in a normal year. In 2021, however, ISDA struggled to find employees
across all job categories and especially in temporary positions. ISDA’s vacancy rate, including temporary staff,
was 37% in September 2021.
CEC flexibility means agencies can try to account for a variety of factors such as employees who have stayed
with the agency for some time and are performing well. We are concerned with attracting new employees so
starting pay is important. However, we have to make adjustments that do not affect retention. That process will
look slightly different for each agency.
The State’s benefit package was a powerful incentive for many years. In the past, we would have employees
who were offered other jobs but chose to stay with the State because of health insurance, PERSI and benefits.
That landscape has changed significantly, though, as insurance and stronger benefits have become more
common across many sectors.
We often ask State government to run more like a business. In the private sector, businesses know they have to
stay current and make strategic investments in order to maintain a quality workforce. CEC is the State’s way of
trying to keep pace.
Thank you for the opportunity to provide comments. Thank you for your work on the CEC Committee and on
behalf of Idahoans.
Sincerely,

Celia Gould
Director

Good Afternoon Chairmen Patrick and Holtzclaw, members of the Committee.
My name is Jane Donnellan and I am the Administrator for the Idaho Division of Vocational
Rehabilitation. I have worked for the Division for the past 27 years, and as of late, the Division has
experienced significant challenges in recruitment and retention of qualified rehabilitation staff, as
well as supportive administrative positions.
Qualification as a rehabilitation counselor requires a specific Master’s degree, which results in a
small pool of applicants not only in the state, but nationwide. To cope with significant staff
turnover and difficult recruitment, the Division has had to rely on recruiting under fills that have
not yet completed the required training or certification to be a qualified rehabilitation counselor.
These individuals have agreed to pursue certification as a condition of employment, but they
require more training and oversight to ensure appropriate development, which is taxing on our
managers and senior counselors.
To support our recruitment of counselors that are already qualified, we implemented a sign-on
bonus with no obligation, followed by recruitment and retention bonuses with a commitment to
stay with the Agency for a total of two years for qualified new hires. The total incentive of $7,500
was offered for a new hire that met our criteria, yet we had the announcement out for three weeks
and did not receive a single qualified job applicant.
Although these positions have been our hardest to fill positions, we have also struggled over the
past year with administrative positions that support the Agency as well. In May, we lost both of our
HR staff - one to private industry and one to another state Agency that was able to offer her a
promotional opportunity. Both received significant pay increases in their new jobs.
In July, my newly hired Administrative Assistant resigned after just three months. She was offered
$5.50 more an hour for similar work with a private corporation. She expressed a desire to stay with
our Agency, but could not afford to based on her current wage. In an effort to retain her, I attempted
to match her offered salary, but due to restrictions in statute, I was unable to.
Our Financial Technician position became vacant in October and we experienced two unsuccessful
recruitment attempts before we were finally able to hire a temp just before Christmas. Additionally,
in early December our Financial Specialist resigned as he had been offered a promotional
opportunity with increased compensation at another state agency.
Cumulatively, the delegations and adjustments of job duties as staff depart has placed considerable
stress and pressure on current staff. To address the ongoing hiring difficulties, we have worked
with both the Division of Human Resources and the Division of Financial Management to develop
strategies aimed at improving the recruitment and retention of our staff. However, we need greater
flexibility within the state system to allow us and other agencies to use our appropriat ed budgets
effectively to do so. Flexibilities such as allowing meritorious bonuses above the 20% restriction by
DFM and DHR and use of salary savings to early implement the CEC, among others, would be of
great assistance to the Division. Until we can provide salaries that are competitive with other state,
federal, and private organizations, our staff recruitment and retention issues will continue.
Thank you for the opportunity to share my perspective as a Division Administrator.

Members of the Joint Change in Employee Compensation Committee (1/2022 testimony):
Thank you for the opportunity to submit testimony on behalf of the Governor’s CEC recommendation and
its impact on Lewis-Clark State College.
Lewis-Clark State College prides itself on providing an accessible, affordable, high quality education
opportunity. LC State serves and serves proudly Idaho citizens, delivering a small college ‘private’ school
experience at a public school price. Nearly 80% of LC students are Idaho citizens, the majority of which
stay in Idaho to pursue jobs and careers upon graduation. LC students are overwhelmingly firstgeneration and nearly half are PELL eligible - meaning low income.
LC State has and continues to distinguish itself as a high-quality/high-value education option, locally,
regionally and nationally. As an example, as recently as last month, LC State’s nursing program was
ranked No. 5 nationally by Best AccreditedCollege.org and is the only college west of Nebraska to be
ranked in the top 5. We have kept tuition affordable while providing, through and because of truly
exceptional faculty and staff, an outstanding education experience.
LC State employees
earning less than 100%
However, as inflation rises and online teaching and learning
of policy/median
modalities make working from nearly anywhere an increasingly
Faculty
87% (146/169)
viable option, recruiting and retaining such employees has become
Professional/Admin
50% (82/164)
more and more difficult. While hiring has been minimal due to
Classified
86% (83/97)
budget constraints, contrary to popular myth, three years of actual
Overall
73% (311/430)
faculty hiring data show LC’s average incoming instructor/asst.
professor faculty pay ranged from $44,416 to $50,615. It is relevant to note that these positions require a
graduate degree, which means increased education costs incurred and delayed workforce entry—both of
which make these low salaries all the more inadequate.
The primary driver of LC State’s tuition increases over the years has been the need to implement fully
funded CEC increases to recruit, retain, and fairly compensate faculty and staff. For two consecutive
years, LC State has joined its four-year sister institutions in freezing undergraduate tuition. I am proud of
this effort; and believe it underscores higher education’s commitment to education access and
affordability, even in the face of serious budget challenges. That said, continuing to under pay our
employees is unsustainable.
I urge the committee to support the Governor’s CEC recommendation and to fully fund it across employee
groups. Thank you for the opportunity to submit supportive testimony for your consideration.
Sincerely,

Cynthia Pemberton, Ed.D.
President
Lewis-Clark State College

January 17, 2022
Change in Employee Compensation Committee
c/o Christine Otto, Legislative Services Office
P.O. Box 83720
Boise, ID 83720-0054
Members of the Change in Employee Compensation Committee:
The Idaho Department of Labor recently conducted a department-wide review of employee pay.
Starting rates were increased and equity adjustments provided for employees in 23 classifications.
Despite these efforts, Labor continues to face challenges in retention and recruitment. Our
separation rate for employees increased from 15.3% in 2020 to 23.8% in 2021. Unsuccessful
recruitments, in which a job posting closed without yielding a hire, increased from 14 in 2020 to 38
in 2021. This rate of turnover and inability to attract qualified applicants will create an unsustainable
worker shortage unless action is taken by the Legislature.
With unemployment near historic lows and inflation at its highest rate in 40 years, a meaningful
change in employee compensation is needed to keep pay rates at pace with the job market. Using
the state’s healthy resources to fund ongoing pay increases will save state agencies significant costs
in employee recruitment and training.
Labor supports the Governor’s recommendation for a 5% change in employee compensation,
including a fully funded 2% pay schedule change. Fully funding the pay schedule change will allow
the department to offer more attractive hiring rates without creating wage compression between new
hires and experienced employees.
Thank you for your attention to these issues affecting state agencies and your consideration of the
Governor’s recommendation.
Sincerely,

Jani Revier
Director
Idaho Department of Labor

