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OBJECTIVES 

 Support becoming the “Best Managed State” by developing a 

compensation and benefits framework that: 

– Supports the transition from an entitlement-based culture to a 

performance-based culture 

– Enables career opportunities and financial rewards that compete 

effectively against the private sector  

– Motivates our workforce to excel in their role 

– Ensures a legacy of programs that are financially responsible and 

sustainable 

Aligning compensation and benefits with the vision 

is essential to achieving our objectives 
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Research was conducted into three distinct and 

interrelated perspectives to direct change 

ACTIVITIES 
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EMPLOYER PERSPECTIVE 

Factors that are critical to the agency’s future success 

Attraction and retention of  new talent is critical to 

being able to effective manage the State 
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EMPLOYER PERSPECTIVE 

Existing programs are viewed as ineffective to 

attract, retain and develop our future workforce 
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EMPLOYER PERSPECTIVE 

Reduced importance on tenure with future focus on 

management, communication, technical and leadership 
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EMPLOYEE PERSPECTIVE 
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EMPLOYEE PERSPECTIVE 

 Emerging workforce preferences are different from the 

vested workforce with emphasis on current cash flow 
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EMPLOYEE PERSPECTIVE 

Compensation and benefit programs are misaligned for 

our emerging workforce 
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OBSERVATIONS 

Half  our workforce has less than six years of  tenure  

and turnover at almost twice the rate 
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OBSERVATIONS 

 17,800 of these employees will 

leave voluntarily in their first year of 

employment 

 39,500 of these employees will 

leave voluntarily within their first five 

years 

 As a result, only 26,500 of the 

66,000 employees hired, or 40%, 

will work more than five years for the 

State 

 12,500 employees will retire in the 

next five years, most of whom have 

higher than average skills and 

experience 

 Supply side workforce availability 

will tighten, adding additional 

pressure to successful attraction 

and hiring efforts 

 

 The established practice of “building talent” internally rather than 

“buying talent” externally may be put at risk as employees with 

critical, internally developed skills leave faster than they can be 

“built and replaced”. 

At current attrition rates the State will hire more than 

66,000 employees over the next five years 
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OBSERVATIONS 

Total reward package is competitive at 98% of  market 

but is delivered largely through retirement benefits 
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OBSERVATIONS 

We cannot achieve our goal of becoming 

the “Best Managed State” unless we 

replace our retiring workforce with high 

performing new hires supported by 

competitive and sustainable pay and 

benefit programs 
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STRATEGY 

 Taking a multi-tiered approach will enable us to respond to the 

concerns of our leaders, the preferences of our employees and our 

fiduciary obligation to manage our costs. 

Protect our vested workforce while aligning with 

emerging workforce preferences and offering choice in 

the middle 
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STRATEGY 

New approach illustrates the transition from deferred 

benefit value to current cash value 
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STRATEGY 

Salary Recommendation Plan will mark a  

departure from an entitlement approach to  

pay for performance alignment 
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STRATEGY 

 A group of critical jobs were selected for additional salary adjustment in 

FY08 with an additional group of critical jobs expected to be focused on 

in FY09 and beyond. 

Additional investment in critical job categories is 

needed to improve our market position  



23 

STRATEGY 

Modification to multiple programs over a multi-year 

period is necessary to achieve our objectives 
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