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1. The Task Force recommends adoption of the following compensation philosophy for all faculty and staff compensation decisions.

Drake University  Compensation Philosophy
Drake University commits to compensation that ensures that the University attracts, retains and motivates a qualified, diverse faculty and staff; is consistent with core University values of excellence, learning, integrity, citizenship and fiscal responsibility; supports our Strategic Plan; and facilitates fulfillment of the Drake mission.

Drake University commits to providing a non-discriminatory merit-based compensation program and to administering pay equitably.

2. The Task Force recommends appointment of a standing, all-University Salary Committee with the following charge and membership. The Salary Committee responsibilities relate both to faculty and staff salary analysis.

Salary Committee

The Salary Committee will provide input to salary policy and monitoring practices to ensure continuing adherence to the Drake Compensation Philosophy.

The Committee will:

· Monitor progress toward stated salary goals and recommend new goals to the President’s Cabinet;

· Participate in annual discussion of procedures for setting salary pools to achieve adopted goals;

· Develop and regularly update of a timeline for achieving and maintaining faculty and staff salary target levels, to be submitted to the President’s Cabinet for approval.

· Work with Human Resources and Institutional Research to ensure appropriate reporting of salary procedures, goals and progress toward goals to the Faculty Senate, All-Staff Council and to the faculty and staff at large.  Reports, while protecting the integrity of individual salaries, should provide aggregate information by unit, rank, gender and or job classification as appropriate. The reports should be provided early each fall semester and should include stated salary targets, time lines for their achievement, and funding allocated for salaries in the three-year budget projections. Reports should be made orally and a written version of the report should be made available on the faculty and staff portals.

Committee Structure and Membership
· The Salary Committee will be an all-University Committee

· Membership will include:

· Provost

· Vice President for Business and Finance

· Human Resources Representative

· Institutional Research Representative

· Three faculty members appointed by the Faculty Senate

· The Faculty Senate Executive Committee will define procedures for appointment of representatives to the Salary Committee and procedures that ensure accountability and reporting by the members.

· Three staff members appointed by the all-Staff Council

· The All-Staff Council Executive Board will define procedures for appointment of representatives to the Salary Committee and procedures that ensure accountability and reporting by the members.

3. The Salary Task Force recommends adoption of the following procedures and principles for analysis and benchmarking of salaries of Drake University Faculty.  Procedures and principles for staff and administrative employees appear in “Salary Administration Policies and Procedures For Non-Faculty, Non-Bargaining Unit, Non-Grant Positions.”  This document is available on the Human Resources website.

Faculty Salary Principles and Procedures
Drake Faculty Salary Principles

· It is essential that Drake University attract, recruit and retain highly qualified faculty within each discipline; thus salaries must be competitive with external labor markets.

· Drake University commits to internal equity and will consistently monitor salaries to ensure that there is no discrimination on the basis of race, gender or any basis protected by the Drake University Statement of Non-Discrimination.

· In addition to relevant market analysis, salaries will be monitored to ensure consistency with Drake University’s strategic plan, priorities and commitment to equity.

· Drake University’s salary policy will remain consistent with the judicious expenditure of university funds entrusted to us by students, their parents, and donors, and with the core value of fiscal responsibility.

· Drake University’s salary policy and procedures will ensure transparency and accountability within the constraints of principles of salary confidentiality.

Procedures for Attaining Market Competitiveness and Internal Equity

· Annual salary allocations will continue to be a priority, taking precedence as an issue of discussion and analysis within the budget planning process.

· The Salary Committee will provide input to salary policy and monitor practices to ensure continuing adherence to the Drake Compensation Philosophy and Drake Faculty Salary Principles and Procedures. 

· Drake University will continue to identify Salary Peer Group institutions that are on a par with the University (or represent an aspirant group) on the basis of specified characteristics including the mix of professional and liberal arts disciplines, size, approximate endowment, Carnegie classification and publicly recognized quality.  

· The Salary Peer Group will be used to assess market competitiveness of Drake faculty salaries.

· Stability in the Salary Peer Group is valued, but the Salary Committee will monitor peer group institutions and suggest to the President's Cabinet adjustments necessary to maintain an appropriate set of peers.

Targeted Faculty Salary Levels

Drake University is committed to attaining and maintaining faculty salaries that support the University’s stated goal of becoming “a national model for excellence, effectiveness, innovation, accessibility and accountability in higher education
.” 

Goals for individual salaries will depend on merit evaluations and time in rank. Specific targeted benchmarks may be either above or below the target for the rank and discipline depending on merit evaluation. 

Subject to consideration of average time in rank and merit assessment of faculty, Drake University will achieve and maintain average salaries within each discipline at least at the Salary Peer Group median for the rank and discipline.  Once the median is achieved, higher levels consistent with fiscal responsibility and Drake’s need to hire and retain faculty required to meet university goals and priorities should be considered.  The Drake Salary Policy Committee, Administration and Board of Trustees must monitor salary data diligently to determine whether the targeted level is sufficient to ensure that Drake can achieve its stated goals.
Faculty Salary Analysis and Benchmarking Procedures and Principles

· Institutional Research Personnel in the Office of the Provost with the assistance, as appropriate, of Human Resources will be responsible for Benchmarking and analysis of faculty salaries.

· Drake University will continue to submit faculty salaries to College and University Professional Association – Human Resources (CUPA-HR) and will purchase access to CUPA-HR data by which to establish benchmark data for our Salary Peer Group.

· Faculty will be benchmarked within their rank and discipline with faculty at peer institutions. If peer salary data are not available for a rank or discipline, statistical estimations of peer salaries will be made using CUPA rank and discipline data for a broader classification (e.g., all Private Independent Universities) or a closely associated discipline.

· Aggregate benchmarks and data will be shared with the Salary Committee.
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Same – year Comparison: 2005-06 and 2006-07 Faculty Salaries

	 
	05-06 salaries compared to 05-06 Median
	06-07 salaries compared to 06-07 Median

	
	# Fac
	>Md
	% > Md
	# Fac
	>Md
	% > Md

	Arts and Sciences
	96
	13
	14%
	104
	26
	25%

	Business
	38
	12
	32%
	40
	14
	35%

	Cowles Library
	9
	3
	33%
	9
	0
	0%

	Education
	15
	6
	40%
	20
	7
	35%

	Journalism
	13
	1
	8%
	13
	8
	62%

	Law (all Faculty)
	29
	6
	21%
	28
	5
	18%

	Pharmacy
	25
	9
	36%
	26
	1
	4%

	Total Faculty
	225
	50
	22%
	240
	61
	25%

	Men
	129
	33
	26%
	134
	38
	28%

	Women
	96
	17
	18%
	106
	23
	22%


Off-Year Comparison: 2001-02 and 2006-07 Faculty Salaries

	
	01-02 Salaries compared to 00-01 Medians
	06-07 Salaries compared to 05-06 Medians

	
	
	

	 
	# Fac
	 # >
	% >
	# Fac
	 # >
	% >

	All Faculty
	234
	24
	10%
	242
	82
	34%

	Arts and Sciences
	101
	9
	9%
	104
	26
	25%

	Business & Pub Admin.
	34
	2
	6%
	40
	18
	45%

	Cowles Library
	8
	1
	13%
	9
	2
	22%

	Education
	20
	6
	30%
	18
	7
	39%

	Journalism & Mass Comm.
	13
	1
	8%
	13
	2
	15%

	Law Total
	30
	4
	13%
	29
	16
	55%

	Pharmacy
	28
	1
	4%
	29
	11
	38%


Academic Rank Analysis

	2006-07 Salaries Compared to 2006-07 Benchmarks: Years in Rank

	
	
	
	
	
	
	
	

	
	Assistant
	Associate
	Professor
	All

	Number
	78
	
	91
	
	72
	
	241

	% above Md
	26%
	
	29%
	
	19%
	 
	25%

	% below Md
	74%
	 
	71%
	 
	81%
	 
	75%

	Of those Below Median, % who are:
	 
	
	 
	
	
	 
	

	1-3 yrs in rank
	67%
	
	38%
	
	29%
	 
	45%

	4-7 yrs in rank
	24%
	
	17%
	
	14%
	 
	18%

	8+ yrs in rank
	9%
	
	45%
	
	57%
	 
	37%


	85% of those 1-3 years in rank are below median

	60% of those 4-7 years in rank are below median

	74% of those 8 or more years in rank are below median


� From “Drake University 2012,” April 2007.
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