
Urgent Need for Funding to Address Unprecedented Turnover, 
Recruitment Challenges at State Agencies 
 
 
Turnover and Vacancies Historically High 
Like many employers, state government is seeing a surge 
in people leaving the workplace: 

• Turnover rate 18% in last 12 months, 
compared to 12% in 2019-2020 

• Vacancy rate jumped to 21.3% in April 2022;  
was 12% in April 2019 

• State agency headcount dropped to 57,200 in 
April 2022; was 61,800 in April 2020 

• Among the job families most impacted: 
o Healthcare Professionals —

3,062 vacancies, 28% turnover 
o Law Enforcement — in last 3 months, 

first-year turnover has risen to 19.5% 
annualized rate 

 

Governor’s Proposed Budget 
• 5% proposed Legislative Increase (LI) for most 

state employees, up from approved 2.5% 
• 7.5% proposed LI for 7,300 healthcare 

professionals and 4,800 law enforcement  
officers to boost retention and recruiting for 
hard-to-fill positions  

• Market Adjustment Fund (2% of appropriated 
budget) for recruitment, retention, compression, 
pay inequities, and positions that are below 
market pay rates 

• Retention bonuses for eligible employees  
in November 2022 and April 2023  
 
 

Contact: Lockhart Taylor 
NCOSHR Governmental Affairs 

919-971-1959 (cell) or  
Lockhart.Taylor@nc.gov 
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New employees leaving; many long-time 
employees retirement-eligible 

• 18% of all separations are employees with less 
than 1 year of service — a turnover rate of 39% 
for new employees. 

• 8% of agency employees are eligible to retire 
with unreduced benefits right now; 25% are 
eligible within the next 5 years. 

• According to the national survey firm Gallup, 
replacing an employee costs from one-half to 
two times the employee’s annual salary. 
 

Labor market study 
• International consultant Mercer performed a 

comprehensive study of North Carolina’s 
labor market, the first since 1949. 

• Mercer’s analysis produced market-based 
salary ranges for each position.  The minimum 
is the lowest end of the market range.  The 
midpoint is the market median pay for more 
experienced employees. 

• Mercer found that most state 
employees are underpaid, 
sometimes significantly, 
compared to market rates for 
positions across 
state government.   

 

Funding for increased pay can address these needs  
• Paying employees more doesn’t solve every recruitment 

and retention problem, but pay matters.  Today, 92% of 
non-retirement turnover is employees who are below 
the midpoint of the salary range. 

 

Key terms and data sources: 
• Headcount:  The number of active permanent full-time, part-time, and time-limited State 

employees.  This includes both SHRA and EHRA employees. 
• Vacancy Rate:  Number of vacant positions at the end of a selected period ÷ total number 

of positions at the end of the period. 
• Turnover Rate:  Number of separations in a selected period ÷ total headcount in that 

same period. 
• Retirement Rate:  Number of retirements in a selected period ÷ total headcount in that 

same period. 
• Data Inclusion/Exclusion: This data set includes all state agencies, excluding Judicial Branch 

and School of Math & Science.  Temporary employees, students, contractors, and universities are also excluded.  
• Data Sources and Date:  Except where otherwise noted, all data were pulled by the N.C. Office of State Human Resources from the State HR/Payroll System 

(BEACON) on May 10, 2022.  Unless stated otherwise, data are for the one-year period from May 2021 to April 2022.  Gallup survey noted above is summarized 
at https://www.gallup.com/workplace/247391/fixable-problem-costs-businesses-trillion.aspx .  
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