University Budget Committee
Subcommittee for Centralized Pool of Funds for Staff Reclassifications and In-Range Progressions

Final Report

February 8, 2008
Subcommittee Charge:  Research practices on other campuses, identify pros and cons, prepare a report and make recommendations to the University Budget Committee for centralizing a pool of funds for staff reclassification and in-range salary increases.
Subcommittee Members:  Patty Seleski, Academic Senate Chair and Professor, Department of History, College of Arts and Sciences, Nersa Niksirat, Academic Coordinator, Department of Liberal Studies, College of Arts and Sciences, Bill Ward, Associate Dean, IITS, Dan Zorn, Director, Accounting and Technology Services, Mary Hinchman, Associate Vice President, Business and Financial Services
Over-arching Goal

Funding for in-range progressions and reclassifications comes from department budgets. Historically, some departments have not had the funds to provide salary increases for in-range progressions, even when warranted due to individual department budget constraints. By having a central pool to fund staff in-ranges and reclassification salary increases, the campus can build a program that demonstrates a “University first” attitude in rewarding staff for increasing their knowledge, skills, and responsibilities.

Where are we at?

The committee met a couple of more times with the HR managers (Ellen Cardoso and Lisa McLean) since the last UBC report.  The subcommittee feels it can make final recommendations to UBC along with some possible next steps.

Recommendations

The subcommittee agrees with the principle that there should be a centralized salary adjustment pool and it should be included in the multiyear plan. The subcommittee suggests that the source of funds would be off the top from the new incremental funding received for each new fiscal year. It should be mentioned that only a couple of other campuses have a central fund for reclassifications and there were no other campuses centrally managing in-range progressions. 
 A centralized pool in the opinion of this subcommittee allows for salary adjustments to be handled consistently throughout the entire campus. This allows all departments, regardless of their availability of discretionary funds, to have an equal opportunity for managing staff salary adjustments. The subcommittee members agreed that there should be a different process including a separate pool of funds for reclassifications and in-range progressions. 
Reclassifications

Positions must be correctly classified and when HREO determines that a position should be moved to a higher level, the employee in that position must receive the corresponding salary increase. That is, reclassification increases are not discretionary.  The amount budgeted for the first year of the centralized reclassification pool could be determined by using the average cost of reclassifications over the past three years. If the central pool ran out of funds to cover all earned reclassifications, they could be fiscally funded from department funds for the remainder of the current year then permanently from the newly established pool in the next fiscal year.  Unmet commitments from the prior year would have to be “in addition to” the newly established pool.
In-Range Progression Increases (IRP’s)

IRP’s are discretionary and we are recommending that they are funded from a separate pool since they can be cut off when the pool’s funds are exhausted. IRP’s would have to work on a priority basis depending on funds available. If the pool is drained then each division would have to absorb the cost or make the decision to cut off further processing of these requests. The committee had a lot of discussion about how IRP’s can be de-motivating if there is not a multiyear plan because the reality of budgets is that there would not be enough funds available to give IRP’s when warranted.

 Possible next Steps
Some of the committee members felt we may have completed the original charge to this subcommittee or at least we need some further guidance.  The following information will hopefully help the UBC determine how to proceed.

Human Resources researched the prior three years activity for reclassifications and found that the average annual amount funded was $114,684. This could be the basis for determining a permanent pool. We assume that Executive Council would either give direction to the UBC or determine on their own if the funds would be allocated proportionally by division or remain completely centralized.
The IRP process for the first year could be similar to reclassifications as far as funding is concerned. Human Resources determined that the average annual cost of IRP’s for the last three years was $158,862. Again, it is assumed that Executive Council would determine how, or if, the funds would be allocated by division. As mentioned earlier, a multiyear plan is recommended for this program because it would require managers to pro-actively plan for and manage their compensation budgets and it would help determine the true long term cost for the program.

The subcommittee along with Human Resources spent some time discussing the IRP multiyear plan and determined that a detailed process needs to be formulated for the program to be successful. Manager training would be necessary to develop a consistent and equitable multiyear plan for all staff that reflects the University’s strategic objectives and compensation philosophy. Compensation needs may vary by department and Human Resources would need to recommend a process on how this could be done.  The subcommittee shared at the last meeting how the plan could be reported. In addition, Human Resources would like to be involved in further discussions about the actual process of submitting salary adjustments so that they can allocate appropriate resources for processing requests. 
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