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I. Total Compensation Analysis 

A. History 
Since 2007, the State of Wyoming has worked to refine and modernize its 
compensation and benefits program.  Taken together, these successful actions 
and programs have driven and supported a modern and flexible Human 
Resources system. 
 

 Comprehensive classification analysis (every Agency) to accurately 
define the types of jobs the State needs to serve its citizens 

 Salary studies, for the overall workforce and for specific jobs, to ensure 
the State is paying competitively in the local and State marketplaces. 
These surveys have been regularly updated and salary adjustments 
have been made. 

 Benefits program analysis to ensure the State is delivering a fair and 
competitive total compensation package to its employees 

 Developing and installing a true pay-for-performance system to 
recognize and reward outstanding contributions 

 
These significant investments have enabled the State to retain its high-
performing employees and deliver quality service.  
 
Substantial concerns, though, are impacting the State’s workforce and its 
investment in its total compensation program: 
 

 Succession planning - Many current employees are eligible to retire; 
how will those jobs be filled? 

 

 Attracting new employees to State service - While the jobs are 
challenging, the current “mix” of salary and benefits may not be 
competitive enough.  Some jobs are hard to fill. 

 

 Rising health care costs and impact of ACA – This is not just a 
Wyoming issue.  It is a significant issue for all employers in all sectors 
of the economy.  

 
B. Trends and Findings 
 
To address these concerns, in 2014 the State conducted a comprehensive 
market analysis of the competitiveness and value of its compensation and 
benefits programs.  A similar study was conducted in 2009. 
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Key finding: The “mix” of compensation and benefits should be addressed 
for long-term stability of the workforce. 
 
The total compensation market analysis provided the following to the State: 
 

 An understanding of the internal equity of the State’s programs (i.e., 
the relationship of how the programs work together) 

 A comparison of the level and mix of the State’s compensation 
programs to the external market 

 A foundation for suggesting changes to the State’s salary and benefits 
programs over the next several years, which are designed to lower 
costs. 

 
The State’s programs were compared to (1) other States and to (2) Wyoming 
General Market employers.  The comparisons suggest that though the benefits 
programs are strong, market and demographic indicators are pointing to a 
changing emphasis on what employees value, especially in younger age 
groups. 
 
In the Wyoming market, salary comprises a larger portion of total 
compensation by 6% to 8%, depending on employee level .  
 
Please refer to Exhibit 1 in the appendix that highlights the differences in pay 
mix between Wyoming employees and those in the private sector. 
 
Study result: In aggregate, the State’s Total Compensation is positioned 
above the States market median (+16.1%) but below the Wyoming general 
market median (-2.2%).  The median, a reliable value for comparison, is the 
point at which half the data is above and half is below. 
 

 Compared to the Wyoming General Market, the influence of the 
State’s better benefits position largely offsets the low salary position 
relative to this market, as the State is only 2.2% below the Wyoming 
market median on a total compensation basis. 

 Compared to other States, because the State’s salary position is above 
the market median of the States market, the strong benefits position 
enhances the State’s total compensation position relative to this market 
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The table below summarizes the key aggregate compensation and benefits 
findings.  Detailed charts, tables, and additional analysis is included in a 
separate report. 
 

 
 

* Market position of the State’s benefits program based on the ACTUAL 
base salary market position  
** Market position of the State’s benefits program IF the State’s base salary 
was at the median of the market  

 
The chart below illustrates Wyoming’s total compensation competitiveness by 
level (grade) relative to both markets. 

 
  

Component
Wyoming vs. Market Median

Wyoming Market States Market

Base Salary -13.3% +8.2%

Benefits * +21.4% +30.9%

Benefits at Median Salary Level ** +31.7% +30.8%

Total Compensation -2.2% +16.1%
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II. Impact of Workforce Demographics 

As the 2014 State of Wyoming Workforce Report details, the State is 
entering an unprecedented period of transition due to a significant number 
of retirements, increasing turnover and escalating benefit costs.  The State 
has the opportunity to leverage the findings of the total compensation 
study to manage the workforce demographic shift and effectively recruit 
and retain the workforce of tomorrow through a redesigned, lower-cost 
compensation program. 
 
There are several key statistics in the Workforce Report to consider: 
 
1) Of the 8,277 full time Executive Branch employees, 22.1%, or 1,829 

employees, are eligible to retire in the next 5 years.  With over one 
fifth of the workforce preparing to leave State employment, Wyoming 
has the significant task of replacing these workers with qualified 
individuals. 

a. Longevity pay is part of the compensation program for most of 
these potential retirements.  This type of pay is not aligned with 
the market, nor does it support efforts to promote a pay for 
performance culture. 

b. Retirement looks different today than it did 10 to 20 years ago.  
Increasingly, employees are looking for ways to stay engaged 
in the workforce but not as a full time employee.  Phased 
retirements are one way to ease the transition and transfer of 
knowledge to younger workers.  

2) Turnover is at its highest level in 10 years – 15.1% (excluding 
internal transfers).  With economic conditions improving, employees 
have more employment options, and not always at other States.  It is 
critical for the State to provide a competitive, flexible compensation 
program that meets the needs of its diverse workforce. 

3) Benefits costs represent 49.6% of payroll, which is significantly 
higher than national market norms.  Health care is the largest cost at 
15%, followed by retirement at 9%.  Tailoring the benefit programs to 
meet a range of employee needs is necessary to attract and retain 
employees in the competitive market.  It also provides employees with 
more control over the mix of pay.  

a. For example, just focusing on health care: changing the overall 
cost sharing for medical from 85%/15% to 80%/20% could 
generate nearly $6M is savings that could be put toward salary, 
HSA contributions, other benefits, or student loans.   
(Note: The calculation is 5% of the average health care cost of $14,280 (value = 
$714) multiplied by 8,277, the total number of full time Executive Branch 
employees.)  
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III. Market Best Practice 

Outlined below are recomended short- and long-term actions that are aligned 
with market best practice that will address the needs of current employees and 
also the needs of the next generation of State employees: 
 
Provide total compensation statements to employees 

 Statements are an effective communication tool to help employees 
understand the value of working for the State and the cash and benefit 
investment the State is making 

Identify hard-to-fill jobs and those incumbents whose retirement is near 

 This keeps succession planning, knowledge transfer, and competitive 
compensation top-of-mind 

Conduct an employee survey to learn what employees value about 
working for the State  

 Identify what employees like and what can be improved 

Introduce more flexibility in the benefits plan that allows employees to 
shape the mix of their total compensation based on their needs 

 In the public sector, retirement and health care programs have 
comprised a larger portion of total compensation mix than in private 
sector organizations.  Differences in pay mix between public and 
private sector organizations are decreasing, as public sector 
organizations seek to rein in health care costs and transition from 
defined benefit to defined contribution or hybrid retirement programs. 
As a result, there is increasing pressure on public sector organizations 
to be more competitive on salary. 

 Some employees may trade more cash for less benefits (e.g., health 
care) – Employees already have access to a high deductible health 
plan; however, enrollment is low.  Incentives, such as HSA 
contributions, should be considered.  In addition, the market is shifting 
away from low deductible plans, as organizations cannot absorb the 
increasing costs.   

 Consider helping new employees pay off their student loans – Given 
the rising concerns over student loan debt, organizations are 
developing programs to help employees pay these debts.  The State 
may want to consider some type of loan repayment assistance to attract 
quality talent that may already have a desire to work in public service, 
but may not be able to do so because of excess student debt.  Current 
programs are centered around public service employees: 
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 A federal program allows employees in public service to set 
monthly payments at 10% and after 10 years of consistent 
payments the remaining debt will be forgiven 

 Some rural school districts are offering incentives related to 
student loan debt to attract teachers to rural districts.  Incentives 
include signing bonuses, matching loan payments and loan 
forgiveness  
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IV. Additional Considerations 

Organizations in all sectors are looking for ways to get a higher return on their 
total compensation investment.  With the changes in workforce demographics 
combined with retirements, the challenges are significant. 
 
Timeline. The Total Compensation Study suggests actions the State can take 
to stay ahead of the shifts, manage the investment, reduce the costs, and 
continue to deliver quality service.  In our experience, the timeline to make 
plan changes (e.g., a meaningfully different health care plan re-design) can 
approach nine months.  We would recommend lining up any health care plan 
changes with the open-enrollment period, and allowing at least three months 
prior to the start of open-enrollment to communicate the plan changes to 
employees.  The time leading up to that, of course, is for employee surveys, 
feedback, and plan design, bidding, and testing. 
 
Risks. There is also the possibility that the State will choose to not make any 
plan changes.  In the current economic and workforce environment, though, 
and in the face of the current data, we would recommend against this.  We 
would see the following negative impacts if no actions were taken: 
 

 Turnover.  Workers have significant mobility, and are more able now 
than before to seek the highest value for their talent.  Turnover may 
increase. 

 Quality.  How people are treated has an effect on their output.  When 
elements of the employee-employer relationship are not perceived as 
“fair” (e.g., plans that don’t meet their needs, offerings developed 
without their input), work product can decline. 

 Engagement.  Related to quality, we find that employees who are 
treated fairly, who have all of the tools they need to do their jobs, are 
afforded development opportunities, and see a clear and promising 
organization direction, are more willing to commit to their employer 
and give more discretionary effort.  Our research shows that this 
increases productivity and financial performance, fosters innovation, 
and decreases turnover. 
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V. Appendix 

Exhibit 1 – State of Wyoming Pay Mix vs. Wyoming Market 
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