FACULTY SALARY PLAN 2007-2009
I. THIS IS A TWO-YEAR PLAN

II. THE DISTRIBUTION OF THE PAY PLAN WILL BE AS FOLLOWS:

A. In the last decade, the salaries of UW System faculty have fallen steadily in relation to the cost of living.  In 2003, for example, there was no raise for faculty, though the Consumer Price Index showed an increase of 1.9%; and in 2004 there was a raise of a little over 1%, though the Consumer Price Index showed an increase of 3.5%.  Faculty salaries have been further diminished by the increase in personal contributions to our health plans.  Though raises in the last biennium were more substantial, only half of the money allotted went to solid performers across the board, nowhere near the 3.4% increase in the Consumer Price Index for both 2005 and 2006.  Finally, the way that UW System has distributed raises—in small increments throughout the biennium, diminishes the positive impact for faculty of salary adjustments.  For these reasons, the UW-Whitewater Faculty Salary Committee believes that any salary proposal that is less than 3.4% per year could only be considered an attempt to recoup cost of living losses from previous years.  Although we believe any annual salary increase that is 3.4% or less should be divided among the faculty across the board, we understand that UW-System policy will only allow this to occur should the increase be 2% or less.  Therefore, a total salary package of 2% or less per year will be distributed across the board to all solid performers on a percentage of salary basis.
B. If the salary plan awards more than 2% per year, it will be divided in the following ways:

1) 1/2 of the plan each year will be divided among the faculty by percentage of base salary as a solid performance award.

2) 1/3 of the plan each year will go to merit and will be distributed to departmental units on ½ FTE and ½ salary basis.

3) The UWW chancellor has elected not to exercise her authority to allocate funds from the Faculty Salary funds for discretionary use, therefore the remaining 1/6th of the Plan will be used to address compression, market, and/or inequity discrepancies for faculty with more than three years of service at UW-Whitewater.  The money shall be distributed according to the procedures designated in IVB.
III. PROMOTIONS ADJUSTMENTS FROM THE UNCOMMITTED PORTION OF THE PAY PLAN INCREASE.

Promotions will be funded through the salary increases originally targeted for non-continuing (resigned or retired) faculty.  Any shortfall will next come from the pay plan savings transferred to the contingency fund in previous years.  Finally, any remaining balance will be taken off the top of the UW-Whitewater total pay plan allocation for faculty.

*Promotion to Professor:  4% of average UW-W Professor’s salary

*Promotion to Associate Professor:  4% of average UW-W Associate Professor’s Salary.

*Promotion to Assistant Professor:  2.4% of average UW-W Assistant Professor’s salary

IV. SALARY ADJUSTMENTS (COMPRESSION, MARKET AND/OR EQUITY)

A. The University Salary Committee believes that salary increases for faculty are distributed in such a way as to minimize their positive effects on individual faculty members.  The committee strongly recommends that cost of living adjustments be distributed across the board first, before other awards are dispersed.

B. The University Salary Committee believes that compression and other salary inequities remain serious problems for faculty and staff at UWW.  However, salary plans that offer less than or barely meet the cost of living increases cannot address the problem in any significant manner.  It is imperative that System or the university make concerted efforts to generate a pool of money, separate from the monies provided in the salary plan, to specifically address these problems.  The faculty and staff at UW-Whitewater ask the university administration to continue to support efforts for equitable salaries by lobbying the University of Wisconsin System and the state legislature to provide funding for this purpose.  At the university level, this money may come from salary savings from retirement or resignations, or from outside funding.  Funding should also be sought to address market issues, so that a larger proportion of the pay plan can be used to address equity and compression.  
C. The part of the regular pay plan addressing compression, market and/or equity issues will be handled in the following manner:

Procedures for determining individual cases of compression, market and/or equity adjustments.

(1) The Office of Budget and Finance will prepare a spreadsheet showing all faculty indicating years at UW-W, years in rank, salary, CUPA salary for rank, CUPA salary adjusted for years in rank (with 7-year cap for assistant and associate prof.) department average salary for rank, discrepancy from adjusted CUPA, discrepancy from department average salary for rank, and discrepancy from department average years in rank by constituency.

(2) The University Salary Committee and the Provost will examine the spreadsheet for accuracy and information.  Special note will be taken of those whose salaries remain below CUPA and or department averages.

(3) Once a pay plan is approved by the legislature, the Provost will provide for each college an amount of money based on FTE, discrepancy from department average salary, and discrepancy from CUPA of faculty.  This money will be used to address individual cases of compression, market, and/or equity.  The deans will recommend awards from the list based on discrepancies, taking into consideration merit history.

(4) The Chancellor will have final approval of all adjustments.

TIME LINE
April 6, 2007—The Office of Budget and Finance will provide the listing of salary information to the Provost and the University Salary Committee.

April 13, 2007—The list of faculty salaries and notes of signs of compression or inequity will be sent to deans and department chairs.

April 20, 2007—Departments will forward to the deans approval of list to be considered for a salary increase and any removals with written justifications.  Deans will provide written notice to faculty members whose names have been removed from the list.
April 27, 2007--Deans will forward to the Provost, with copies going to department chairs and individual faculty members, written recommendations for salary adjustments.
After salary plan is approved—Chancellor will report her decision to the Salary Committee and each individual faculty member involved.

