


IX. Adjournment

Attachments 

• Attach. #1 Minutes of the 2024-2025 Faculty Senate Meeting #16 (December 3, 2024)

• Attach. #2 UCC 178: Marketing BSBUS

• Attach. #3 UCC 593: Geological Engineering BS

• Attach. #4 FSH 1620 University-Level Committees

• Attach. #5 Resolution on Equity and Inclusion

• Attach. #6 Sabbatical Analysis Report
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UNIVERSITY STAFF 
COMPENSATION COMMITTEE
FY26 CHANGE IN EMPLOYEE COMPENSATION (CEC) DRAFT 

RECOMMENDATIONS



UNIVERSITY STAFF COMPENSATION COMMITTEE
FSH 1640.81

Purpose:

• Advise the president, provost and the vice president for finance and 
administration on matters pertaining to staff compensation

• Be involved strategically in the university annual CEC process

• Initiate and/or respond to the study of staff compensation policies and issues

• Provide periodic reports to Staff Council and Faculty Senate on matters 
pertaining to staff compensation



TERMS
Change in Employee Compensation (CEC): represents the annual salary funding increase designated 
by the state legislature for our general education base budget.

Market Rates: salary amounts determined by analyzing average compensation data for similar 
positions across comparable entities.

Target Annual Pay:  considers the specific position’s market rate and factors in the unique 
contributions an individual brings to a specific position. It utilizes a minimum target compa-ratio (80% 
or greater) with credit for higher level of education than is required, prior equivalent experience, time 
in U of I service, and time in U of I equivalent responsibility level.

Staff can see their Target Annual Pay here:  MyUI-Administrative Tasks-Target Annual Pay



FY26 CEC DRAFT RECOMMENDATIONS

Step #1 – 80% of Target Pay

Bring eligible employees up to 80% of target pay
Note: faculty promotion funding should be matched to assist in bringing staff positions 
up to 80% of target pay

Step #2

Remaining funding after bringing employees up to 80% of target pay split: 

75% for Across-the-Board Pay
25% for Strategic/Merit Pay



RECOMMENDATIONS CONT.

75% of Remaining Funding Dedicated to Across–the-Board Pay

A minimum percentage increase or a minimum dollar increase (calculated on a $75,000 annual 
salary), whichever is greater, for each eligible employee.

May be used to assist in bringing employees up to 80% of their target pay.

Set the minimum percentage increase and then calculate the minimum dollar amount
minimum percentage X $75,000 = minimum dollar amount.

Examples:

1% minimum increase or a $750 minimum increase
1.5% minimum increase or a $1,125 minimum increase
2% minimum increase or a $1,500 minimum increase



RECOMMENDATIONS CONT.

25% of Remaining Funding Dedicated to Strategic/Merit Pay

Funds for unit leaders to make progress toward one or more of the following unit objectives:

Address salary inequities 

Mitigate salary compression or inversion

Make further progress toward target pay ranges

Recognize outstanding performers



POINTS OF EMPHASIS

Advocate for staff equity, transparency, and consistency in compensation

Support the long-term goal to achieve calculated target salaries for all employees

CEC allocations have not kept pace with inflation in recent years 

Advocating for increases in staff pay to retain valuable employees and urge leadership to adopt staff 
retention as a university-wide priority.



WHERE DO WE GO FROM HERE

Present draft recommendations to Staff Council in 
December and request a vote of support

Submit committee recommendations to President Green 
in December



GO FROM HERE CONT.
Identify 2-3 staff compensation topics for potential improvements

Employee Retention, with a focus on pay equity

Increase transparency
Increase communication
Investigate potential additional salary funding
Address pay inequities and inconsistencies
Longevity and experience recognition
Increase employee benefits, incentives and support
Investigate creating a staff co-op

Additional Supervisor and Unit Leader Training

Market and Target System Information Session
Considerations During CEC Process
Compensation Solutions Workshop
Supervisor-Employee Compensation Communication Skills



STAFF COMPENSATION COMMITTEE
COMPTASKFORCE@UIDAHO.EDU

Michele Mattoon, Chair and Voting Member - Office of Sponsored Programs
Eric Anderson, Voting Member - Career Services
Lindsey Brown, Voting Member – Registrar’s Office
Cretia Bunney, Voting Member – Payroll Services
Amy Huck, Voting Member – College of Natural Resources
Kim Osborne, Voting Member – College of Art & Architecture
Elana Salzman, Voting Member – College of Law (withdrawn from committee, searching for a replacement)
Tammy St. John-Tesky, Voting Member – Computer Science, Coeur d’Alene Center
Heather Taff, Voting Member – College of Letters, Arts and Social Sciences
Kim Salisbury, Ex Officio/Non-Voting Member – DFA Budget and Planning
Brandi Terwilliger, Ex Officio/Non-Voting Member – Human Resources

mailto:comptaskforce@uidaho.edu


RECENT TRENDS &
RECOMMENDATIONS

FOR CEC

ALEXANDER MAAS
CHAIR AD HOC SALARY COMMITTEE
*ALL ESTIMATES ARE PRELIMINARY BASED ON BEST DATA AVAILABLE
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SALARY BY FACULTY TYPE (BUDGET BOOKS)
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On pace: Across 25 years salary would be ~61% of 2018 levels



PAYROLL STAFF AND FACULTY
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% Change in Actual and Target Salary 2023-2025 
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~12.4% in cumulative nominal wage 

growth, June 2022-2024 

Staff actual and target salaries are 

growing faster than faculty.

Actual salary growth (per person) is 

behind the labor market averages for 

both staff and faculty.

Faculty % of Total Payroll continues 

to decrease (1.01%) in two years. 

(up to 11% since 2018 based on BB) 



RECOMMENDATIONS



ASSUMING CEC IS POSITIVE (A BIG IF)
WE PROPOSE THE FOLLOWING TO BEST ALIGN WITH MARKET BASED 
COMPENSATION GOALS WHILE BALANCING OTHER OBJECTIVES.

Staff and Faculty Pools should be initially separated based on current proportions of total 
salaries ($100,968,825 for staff and $78,958,087 for faculty = 43.2% of total CEC). Raises 
across groups should be independent of one another.  

Staff and Faculty CEC pools should remain separate for the following reasons:
1) CIP codes and promotion are transparent and (mostly) fixed. 
2) Job families and SOC codes lack the same objectivity. 
3) Staff salary targets are outpacing faculty targets and national wage growth, as 
such, any CEC distribution based on “distance from target” is problematic. 



CEC DISTRIBUTION TO FACULTY
BASED ON THE TOTAL ALLOTMENT AVAILABLE TO FACULTY, THE FOLLOWING
ACTIONS SHOULD BE TAKEN IN ORDER:

1) Set Promotion and Tenure Funds Aside

2) Bring all Faculty to 80% of Target

Calculate remaining pool

3) 75% of remaining pool goes to Proportional, Uniform Raises

4) 25% of remaining pool goes to Performance-based incentives

5) Promotion and Tenure Raises are Awarded



Funds for promotion and tenure are calculated and set aside.

Rationale: Promotion and Tenure raises are the few guaranteed raises faculty 
receive. In line with the CEC and market-based compensation, this ordering 
first brings people closer to the appropriate target before promotion funds are 
awarded. These should be seen as a reward for promotion and not as a 
mechanism for moving them closer to target, as such these funds are awarded 
after all other steps.

1) SET PROMOTION AND TENURE FUNDS ASIDE



Funds are used to bring any remaining faculty below 80% to 80% of target. 

Rationale: As in prior years, a minimally acceptable bottom should be 
maintained for faculty who consistently meet or exceed overall expectations. 
Aspiration ally, this minimally acceptable percent of target number should 
move towards 100% for faculty members who consistently meet or exceed 
(high) overall expectations. 

2) BRING ALL FACULTY TO 80% OF TARGET



3) PROPORTIONAL UNIFORM RAISES
Replace “across the board” raises with a proportional raise formula that reflects 
our market-based stated goals.  If faculty are at, or above, 105% of target , no 
raise is received. Otherwise, use the below formula for all faculty.

i indexes individuals 1 to N, where N equals the total number of individuals below 105%. 



3) PROPORTIONAL UNIFORM RAISES

Formula Application: Each employee's raise is determined by dividing their individual shortfall by the total 
shortfall for all employees. This gives a percentage that represents their "share" of the need. Multiplying this 
percentage by the total available gives the dollar amount each employee will receive in the raise.

$ of salary for individual who is below 105% of target. This part calculates how much each 
employee’s salary currently falls short of a pre-set target salary. If an employee’s current salary is close (or above) the 
target, they are “behind” by only a small amount, while others with larger gaps are further “behind.”

Total of all employees' dollar amount below 105% of targets. This is the 
combined shortfall for all employees, adding up how much everyone is collectively behind 105% of all targets. This value 
represents the overall raise amount necessary for all employees to be at 105% of target.

75% of the amount remaining in CEC pool after steps 1&2. 



Rationale: This approach is consistent with our market-based compensation model and easy to 
implement and meets the criteria below.

Fairness: Proportional to Target Salary Gap: This formula ensures that employees who are further behind 
will be moved proportionally closer to their target. For example, in a given year someone at 80% may 
move to 86%, while someone at 95% may only move to 97% , the actual proportional increases depend on 
the total funds available.  By focusing on the shortfall rather than a flat percentage increase, it prioritizes 
narrowing salary gaps rather than giving uniform raises that are not rooted in a market-based approach.

Encourages Progress Toward Salary Equity: With limited funds, this approach directs the money to help all 
employees progress toward their target salaries. This makes it an efficient and strategic way to allocate 
raises. Over time, using this formula helps reduce disparities, aligning all employees more closely to their 
market-based target salaries. 

Transparent and Objective: The formula is based on measurable targets and current salary figures, 
making it straightforward to calculate and communicate; whereas picking a 1% raise in arbitrary in nature 
and leaves “residuals” to be awarded in less transparent ways. 

3) PROPORTIONAL UNIFORM RAISES



Despite the wide-ranging faculty opinions on if and how performance-based 
raises should be allocated, there is consensus among the committee that the 
current allocation of funds from this pool lacks transparency and may be 
ineffective.  While this pool is generally distributed at the dean’s discretion, the 
communication of the requirements and expectations related to this allocation 
has been inadequate. As such, we also recommend FAC update FSH 3320 to 
include an additional process for allocating these funds. 

Rationale: This step incentives individual productivity and allow supervisors to 
retain high-performing individuals who may otherwise pursue higher 
compensation elsewhere

4) PERFORMANCE-BASED INCENTIVES 



Beyond our scope, but suggest FSH 3320 include the following steps:

1. Deans of each college formally announce and post the specific criteria by which 
performance-based raises will be awarded before the evaluation period begins.  
These criteria can include extramural funding, teaching evaluations, excellence in 
service and leadership etc. 

2. Department chairs formally announce who within their unit is being recommended 
for performance-based raises to the Dean. 

3. Department chairs formally announce who within their unit receives performance-
based raises each year. 

4) PERFORMANCE-BASED INCENTIVES 



Promotion and tenure raises should be prioritized and adjusted for inflation. 
We propose that these raises occur as normal but increase by $750 each year 
for the next five years.

Rationale: The raises associated with promotions have not changed since 
2006.  In practice, this means that faculty “real” promotion rates have 
decreased by 37%.  For example, the equivalent spending power of a $6,000 
raise in 2006 would require a raise of approximately $9,500 in 2024.

5) APPLY PROMOTION AND TENURE FUNDS
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