
BOARD OF REGENTS 
STATE OF IOWA 

AGENDA ITEM 11
FEBRUARY 7, 2008

Contact:  Marcia Brunson and 
Diana Gonzalez (faculty resignations)

 
 

COMPREHENSIVE HUMAN RESOURCES REPORT 
 
Action Requested:  Receive the report. 
 
Executive Summary:  This report combines a number of individual annual governance reports:  
Regent Merit System, Fringe Benefits including sick and vacation leave, Salary, Faculty 
Resignations, Faculty Salary Comparisons, and Retirement.  A new component this year is the 
report of Employee Awards Programs.  Each component of the report is summarized below.  More 
detail relating to these annual governance reports may be found in the complete Comprehensive 
Human Resources Report available as an attachment to this memorandum on the Board’s website 
or in the Regent Exhibit Book available at the February meeting. 
 

Regent Merit System – FY 2007 
 
As of June 30, 2007, there were 7,818 employees in the Regent Merit System.  Approximately 90% 
of these employees are in AFSCME bargaining units (Blue Collar, Security, Technical and Clerical).  
The remaining employees are either supervisory or designated as confidential as per the Iowa 
Code, Chapter 20.  Overall in the merit system about 6% of the employees are minority (7.5% at 
SUI, 4.1% at ISU; 8.7% at UNI; 11.8% at ISD and 2.4% at IBSSS).  Approximately 55% (305) of the 
transfers during the year were contract transfers pursuant to the AFSCME collective bargaining 
agreement.  There were 421 resignations, 108 retirements, and 74 dismissals for cause. 
 
Overall, average FY 2007 salary for merit system employees at the five institutions was $35,751. 
 
In accordance with the administrative rules, 160 requests for classification review were filed.  144 of 
these requests resulted in reclassifications to a different classification -- 108 of those were to 
classifications in higher pay grades.  Of these 160 classification decisions, six appeals were filed.  
In four of the appeals, the decisions of the Merit System Director were upheld by the appeal 
committee.  One appeal was withdrawn prior to hearing. 
 

Sick and Vacation Leave – FY 2007 
 
Permanent employees of the State of Iowa earn 1½ days of sick leave per month.  Unused sick 
leave is carried forward each year.  Upon retirement, an employee receives payment for the 
employee’s sick leave balance, to a maximum of $2,000.  Regent employees used 170,106 days of 
sick leave in FY 2007 at a cost of $31.8 million.  Average usage per employee was 6.96 days.  
Average usage in FY 2006 was 7.2 days.  Average usage for faculty was 1.79 days; P&S – 6.67 
days; and Merit – 10.38 days. 
 
Employees in the Regent Merit System earn vacation leave based on years of service – 1st through 
4th year – 2 weeks; 5th through 11th – 3 weeks; 12th through 19th – 4 weeks; 20th through 24th – 4.4 
weeks; and 25th and beyond – 5 weeks.  Full-time P&S staff and 12-month faculty accrue vacation 
at the rate of 22 working days (plus two unscheduled holidays) per year.   
 
Full-time staff hired after July 1, 1999, in the SEIU bargaining unit at the University of Iowa accrue 
vacation on an increasing scale beginning with 120 hours in the first three years of employment to a 
maximum of 192 hours after six years of employment. 
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Average vacation use per employee was 16.98 days in FY 2007.  FY 2006 average was 18.41 
days.   
 
In addition to vacation leave, Regent employees receive nine paid holidays. 
 

Fringe Benefits – FY 2007 
 
The Regent institutions spent $445.7 million for insurance and retirement for faculty and staff during 
FY 2007.  Institutional costs for fringe benefits as a percent of payroll were SUI – 29.3%; ISU – 
30.4%; UNI – 35%; ISD – 38.4%; and IBSSS – 39%. 
 
Employees of the Board of Regents are covered by Social Security and Medicare.  Social Security 
contribution is 6.2% for both the employer and the employee to a calendar year 2007 salary 
maximum of $97,500.  Medicare contribution is 1.45% on all salary.   
 
Employees may select to participate either in IPERS (a defined benefit program) or TIAA-CREF (a 
defined contribution program) or a qualified substitute.  About 119 employees at ISU are covered by 
federal retirement.  Approximately 23,943 employees participate in TIAA-CREF and 3,071 in 
IPERS.  At the universities, the employer contribution to TIAA-CREF is 10%, and the employee 
contributes 5%.  Contributions to TIAA-CREF at the special schools are at the IPERS rates – 5.75% 
by the employer and 3.7% by the employee.  In FY 2007, the institutions contributed $122.7 million 
to TIAA-CREF and $2.4 million to IPERS. 
 
The institutions provide employees with life insurance, accidental death and dismemberment, and 
long term disability insurance. 
 
Each university offers health and dental insurance programs for its faculty, P&S staff, and 
nonorganized merit staff.  The AFSCME covered employees at the universities and all employees 
of the special schools participate in the state health and dental insurance programs.  The total cost 
to the institutions to provide health insurance coverage to faculty and staff in FY 2007 was $172.3 
million which is an increase of approximately 11% from last year. 
 
More detailed information about the fringe benefits programs at the five institutions may be found in 
the full report beginning on page 11.  The full report is available as an attachment to this memo on 
the Regents website or in the Regent Exhibit Book which will be available the Board meeting. 
 
 

Retirement Report – FY 2007 
 
In addition to regular retirement either through IPERS or TIAA-CREF, faculty and staff may retire by 
participating in the phased retirement program.  The phased retirement program was first approved 
by the Board in 1982.  With approval of the institutional administration, faculty and staff may request 
participation in phased retirement at age 57 with at least 15 years of service.  Merit system 
employees must be age 60 and have at least 20 years of service.  Through the program, 
employees reduce their appointments to no greater than 65% and no less than 50%.  A normal 
phasing period is five years and during the first four years, the participant’s salary reflects the actual 
time worked plus an additional 10% incentive.  Benefits in the first four years are paid as if the 
employee were fulltime.  The current phased retirement program expires on June 30, 2012.   
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There were 53 new participants in phased retirement in FY 2007 with a total of 102 currently active.  
A total of 790 faculty and staff have participated in the program since its inception in 1982.  
 
The cost of phased retirement incentives was $897,572.  Approximately $2.8 million was released 
through operation of the phased retirement program.  These funds were used in a variety of ways at 
the universities with most going toward either replacement personnel or reallocations to fund other 
areas of need. 
 
During FY 2007, 265 faculty and staff left the institutions through regular retirement. 
 

Faculty Resignation Report – FY 2007 
 

At the Regent universities, there were 144 faculty resignations, a decrease of 15 (-9.4%) in FY 2007 
from the prior year.  At the special schools, there were three faculty resignations in FY 2007, an 
increase of three (+300.0%) from the prior year.  This annual report addresses the Board of Regents’ 
Strategic Plan strategy (1.1.3) to “expand educational experiences for Iowa’s future workforce and 
foster cultural understanding by recruiting and retaining a highly qualified and diverse faculty, staff, 
and administration.” 
 

• At the University of Iowa, the number of faculty resignations decreased from 89 to 68 
(-23.6%) between FY 2006 and FY 2007.  During the past seven years, the average 
number of annual faculty resignations has been 71.6. 

• At Iowa State University, the number of faculty resignations increased from 48 to 54 
(+12.5%) between FY 2006 and FY 2007.  During the past seven years, the average 
number of annual faculty resignations has been 46.9. 

• At the University of Northern Iowa, the number of faculty resignations remained the same at 
22 between FY 2006 and FY 2007.  During the past seven years, the average number of 
annual faculty resignations has been 25.4. 

• At the Iowa School for the Deaf, the number of faculty resignations remained the same at 0 
between FY 2006 and FY 2007. 

• At the Iowa Braille and Sight Saving School, the number of faculty resignations increased 
from 0 to three (+300.0%) between FY 2006 and FY 2007. 

 
The numbers of faculty resignations include only those faculty members who were tenured, tenure-
track, or clinical track. 
 

The universities have identified the following strategies for faculty retention. 

UNIVERSITY OF IOWA 
 

• Dual academic career initiative.  To make academic life at SUI more hospitable for women 
faculty members, the University will invest $250,000 during the next three years to help 
spouses/partners of female faculty find employment at the University. 

• Improve recruitment and retention of female faculty.  SUI is working to enhance parental 
leave policies, including the recent implementation of an automatic one-year extension of 
the tenure clock for all probationary faculty members following the addition of a child (by 
birth or adoption) to a faculty member’s household. 

• Improve mentoring of junior faculty.  A new position created at SUI will oversee initiatives to 
develop programs to assist faculty to achieve their career goals.  A series of programs 
targeting new faculty, including a newsletter, mentoring website, facilitated peer groups, and 
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workshops aimed at career skills such as grant writing, time management, and teaching, will 
be offered.  In addition, the Department Executive Officer workshop series will be expanded 
into a more comprehensive program aimed at mid-career faculty. 

• Improve retention of underrepresented and minority faculty.  New marketing materials will 
be developed by the Office of Equal Opportunity and Diversity.  SUI is also considering the 
creation of a standing committee to monitor performance on goals related to diversity and 
gender. 

• Participation in the COACHE1 survey.  Tenure-track faculty will be surveyed to assess their 
experiences regarding promotion and tenure, the nature of their work, university policies 
and practices, and the general climate, culture, and level of collegiality on campus.  The 
survey results will give detailed information about how junior faculty members experience 
academic life at the University. 

• Improve faculty salaries.  SUI continues to improve upon faculty salaries using reallocated 
resources and incremental revenues to improve the competitiveness of faculty salaries.  
This remains a top budget priority for FY 2008. 

 
IOWA STATE UNIVERSITY 
 

• Competitive faculty salaries remain a top priority for the administration.  Through the FY 
2008 budget allocations and compensation policy, ISU was able to address some of the 
most critical market pressures for faculty salaries, netting a 6.0% overall average increase in 
faculty salaries.  However, ISU remains in 11th place in the current Peer-Eleven salary 
comparison survey. 

• In FY 2007, the administration aggressively responded to individual, competitive 
faculty job offers and retained at least 26 key faculty members.  Counteroffers 
may involve a new commitment for salary, research support, partner 
accommodation, and new work opportunities. 

• In collaboration with the Office of the President, the Office of the Provost 
developed a process for working with departments and colleges to put together 
financial packages for key faculty who are considering leaving ISU for another 
institution. 

• The Provost’s Office developed a comprehensive data management system to 
track responses and successes in working with departments and colleges 
regarding counteroffers. 

• ISU continues to address the need to offer new faculty hires a partner accommodation 
through the Dual Career Services program.  This program remains a priority for the 
administration.  It has already resulted in an expanded network of partners and point of 
contact for college and department staff to assist them in this important endeavor. 

• Three additional initiatives that are targeted on climate and on improving the ability to recruit 
and retain faculty are the ISU ADVANCE Program, the Sloan Award, and the COACHE 
survey.  Each initiative will address the University’s goal to create an optimal environment 
that prioritizes flexible faculty careers to enhance institutional excellence. 

• The key component of the ISU ADVANCE Program, a National Science 
Foundation funded initiative, is developing a workable model to make department 
cultures more inclusive and productive.  Faculty in nine focal departments, 
chosen from the Colleges of Engineering, Liberal Arts and Sciences, and 
Agriculture and Life Sciences, will undergo a three-step process for departmental 

                                            
1 Collaborative on Academic Careers in Higher Education 



BOARD OF REGENTS                          AGENDA ITEM 11 
STATE OF IOWA                                   PAGE 5 

 

 
 

transformation.  This will include focus groups and needs assessment meetings, 
training sessions tailored to meet the unique needs of individual departments, 
and collaborative problem solving sessions involving department faculty and 
ADVANCE program leaders.  The department level goal will be to develop and 
implement best practices which foster cultures, practices, and structures of 
inclusion.  Currently, there is a team of researchers and facilitators working with 
the first three focal departments. 

• ISU was one of two universities to receive a $25,000 award for innovative 
practices from the Alfred P. Sloan Foundation.  ISU was selected as a result a 
creative database and tracking system to quantify the benefits from flexible 
career policies and to conduct a cost-benefit analysis of these policies, 
particularly as they relate to faculty career decisions and productivity. 

• ISU junior faculty participated in the COACHE survey on tenure-eligible faculty 
satisfaction in FY 2006.  The survey results are being used by ISU administrators 
to understand what assistant professors desire in their professional lives and how 
this information might be used to retain key faculty. 

 
 
UNIVERSITY OF NORTHERN IOWA 
 

• UNI recognizes the vital link between faculty development and the growth and development 
of students.  The professional development needs of faculty across career stages are an 
important consideration for the University. 

• Formal and informal faculty mentoring activities introduce new faculty members 
to the University community.  Such activities enable new faculty to understand 
University customs, policies, and procedures and assist faculty members to 
integrate themselves into the life of the institution more successfully. 

• Informal faculty mentoring begins at the interview stage when prospective faculty 
meet department colleagues.  Formal mentoring is initiated with new faculty 
orientation, a series of introductory events, including discussions with 
experienced faculty, and sessions on technology and other resources.  Social 
events include lunch with the faculty, university-wide faculty/staff picnic, free 
tickets for an event at the Gallagher-Bluedorn Performing Arts Center, and a 
“Strolling Supper” at the President’s home. 

• Feedback from new faculty indicates that establishing relationships with 
experienced faculty is an important factor in their success during the first year. 

• Professional development assignments and summer fellowship programs are 
offered for full-time faculty.  Tenured faculty members are eligible to apply 
periodically for a one-semester professional development assignment; non-
tenured and tenured faculty are eligible for the Summer Fellowship Program.  
College deans have also established their own interval summer research 
incentive programs.  Through these awards, the University seeks to retain faculty 
by supporting and advancing faculty research, creative activity, grant 
applications, and/or the completion of a terminal degree. 

• In July 2005, the Roy J. Carver Charitable Trust awarded a grant to UNI to 
enhance the quality of graduate education.  The goal of the project, now in its 
second year, is to establish an enduring and intentional graduate community 
across the University.  The project brings together graduate faculty and graduate 
students to promote intellectual communication, learn from each other, share 
instructional technology tools and methods, and develop new ideas for 
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interdisciplinary graduate education.  During 2006-07, 17 Carver Graduate 
Faculty Fellows participated in a special institute and follow-up activities on 
projects using Geospatial Technologies.  During 2007-08, 23 Carver Graduate 
Fellows will work on research projects related to the changing demographics in 
Iowa.  The Carver project has enabled faculty to create and engage more fully in 
an interdisciplinary intellectual community on campus by making connections 
across departmental lines and assisting faculty to feel more a part of the 
University community.  

 
Attachment A provides a summary of the faculty resignations at the universities.  More detailed 
tables are provided in the full report beginning on page 31.  The full report is available on the 
Regents website as an attachment to this memo and will be available at the Board meeting in the 
Regent Exhibit Book. 
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Salary Report – FY 2008 

 
The information provided in the salary component of this report details salary increases and 
average salaries for the current fiscal year (FY 2008). 
 
Average faculty and professional and scientific staff increases for FY 2008 are shown below: 
 

 Faculty P&S 
SUI 6.9% 4.98%* 
ISU 6.0% 4,4% 
UNI 3.0% 3.0% 
ISD 12.0% 4.67% 
IBSSS 11.2% 5.03% 

   *excludes tertiary care unit members (SEIU) – average increase for this 
   was 4.94% 
 
Average salaries for faculty and professional scientific are as follows: 

 
 Faculty*  

Overall Average 
P&S 

Overall Average 
SUI $89,475 $57,246 
ISU $81,891 $55,741 
UNI $66,455 $55,397 

 *Excludes salaries of the professional colleges of Medicine, Dentistry, and Law at SUI and Veterinary  
 Medicine and faculty associated with the Agricultural Experiment Station and Cooperative Extension Service at ISU 
 
More detailed tables are provided in the full report beginning on page 46.  The full report is available 
on the Regents website as an attachment to this memo or will be available at the Board meeting in 
the Regent Exhibit Book. 
 
 

Faculty Salary Comparisons 
 
For many years, the universities have used Board-designated peer groups to make comparisons in 
several other areas such as tuition and fees, residence system rates, and salaries.  Each peer 
group has 10 institutions which were deemed by the Board to be comparable.  These institutions 
were public universities in Minnesota, Illinois, Indiana, Ohio, Arizona, California, Michigan, North 
Carolina, Texas, and Wisconsin.  (See Attachment B) 
 
In order to get a broader comparison for faculty salaries, the ISU and SUI groups were expanded to 
include 57 AAU institutions in the AAU Data Exchange (AAUDE).  (See Attachment C and 
Attachment D). 
 
The University of Northern Iowa expanded its listing to include those institutions in the Education 
Trust.  The salaries for these institutions are those that are published by the AAUP in its annual 
faculty salary survey.  (See Attachment E).   
 
The Education Trust was established in 1990 by the American Association of Higher Education as a 
special project to encourage colleges and universities to support K-12 reform efforts.  Since then, 
the Education Trust has grown into an independent nonprofit organization.  Its mission is to make 
schools and colleges work for all the young people they serve.  The definition of the UNI peer 
institution as per the Education Trust Report is “competitive student selectivity, masters-degree 
granting, between 5,000 and 14,000 students, and a median SAT score between 1,000 and 1,100. 
 



BOARD OF REGENTS                          AGENDA ITEM 11 
STATE OF IOWA                                   PAGE 8 

 

 
 

Attachment F (SUI) and Attachment G (ISU) compare average salaries as a percent of the 
respective peer group averages. 
 
Attachment H provides comparison data relating to the salaries in the University of Iowa College of 
Medicine. 

 
Employee Award Programs -- FY 2008 

 
In May 2005, the Board approved a pilot program to recognize exceptional performance by 
nonorganized professional and scientific staff at the University of Iowa.  The program was approved 
for a one-year period.  The program allowed for awards for exceptional performance (up to 10% of 
salary) and SPOT awards ($75 or less).  The University reported that as of March 4, 2006, 64 
exceptional performance awards and 103 SPOT awards were given.  These were cash awards and 
were not added to base salary. 
 
Rather than ask the Board to consider extension of the pilot award program at the University of 
Iowa, the Board approved a revision to the Policy Manual to authorize such programs at the other 
institutions. 
 
FY 2007 was the second full year of operation of the program at the University of Iowa.  A summary 
of the activity for the program is shown in the table below. 
 
 Eligible 

Employees 
Number of 

Awards 
Presented 

Dollar 
Range of 
Awards 

Average 
Dollars 

Awarded 

Total 
Dollars 

Awarded 
Exceptional 
Performance Awards 

4,412 342 $250 - 
$14,270 

$3,360 $1,149,283

Spot Awards 4,412 417 $25 - $75 $72 $30,185 
 
 
 
 
 
H:\HR\Docket 2007\February\0208_ITEM11.doc 
 
 



BOARD OF REGENTS                AGENDA ITEM 11 
STATE OF IOWA                       ATTACHMENT A 
  PAGE 9 

 
TOTAL FACULTY AND FACULTY RESIGNATIONS 

FY 2007 
REGENT TOTAL 

 
 Faculty Resignations 
 
 
College 

 
 

Number 

Percent of 
University 

Total 

 
 

Number 

 
Percent of 

Total  

 
Percent of Total 
College Faculty

University of Iowa      
Business Administration 88 4.2 5 7.3 5.7 
Dentistry 100 4.8 7 10.3 7.0 
Education 90 4.3 1 1.5 1.1 
Engineering 82 3.9 3 4.4 3.7 
Graduate 16 0.8 0 0 0 
Law 49 2.4 1 1.5 2.0 
Liberal Arts and Sciences 659 31.6 19 27.9 2.9 
Medicine 821 39.4 24 35.3 2.9 
Nursing 57 2.7 0 0 0 
Pharmacy 53 2.5 4 5.9 7.5 
Public Health 71 3.4 4 5.9 5.6 

Total 2,086 100.0 68 100.0 3.3 
      
Iowa State University      
Agriculture 272 20.7 9 16.7 3.3 
Business 62 4.7 3 5.5 4.8 
Design 84 6.4 3 5.5 3.6 
Engineering 179 13.6 4 7.4 2.2 
Human Science 119 9.1 4 7.4 3.4 
Liberal Arts and Sciences 461 35.1 23 42.6 5.0 
Library 37 2.8 2 3.7 5.4 
Veterinary Medicine 99 7.6 6 11.2 6.1 

Total 1,313 100.0 54 100.0 4.1 
      
University of Northern 
Iowa 

     

Business Administration 55 9.4 4 18.2 7.3 
Education 157 26.6 4 18.2 2.5 
Humanities and Fine Arts 137 23.4 8 36.4 5.8 
Natural Sciences 114 19.4 1 4.5 0.9 
Social & Behavioral 
Sciences 

105 17.9 5 22.7 4.8 

Library 18 3.1 0 0 0 
Total 586 100.0 22 100.0 3.8 

 



REGENT INSTITUTIONS COMPARISON GROUPS
AVERAGE FACULTY SALARIES, 2006-07

ESTIMATED FACULTY SALARY INCREASES, 2007-08

COMPARISON GROUPS
Average Faculty 

Salary 2006-07 (1)  

Estimated Average 
Percent Increase  

2007-08 (2)

Estimated Average 
Faculty Salary 

2007-08 
University of California, Los Angeles 111,800 5.70% 118,200
University of Michigan, Ann Arbor 104,000 3.75% 107,900
University of North Carolina, Chapel Hill 101,600 5.0% 106,700
University of Texas, Austin 99,700 4.37% 104,100
University of Minnesota, Twin Cities 95,400 6.3% 101,400
University of Illinois, Urbana 95,600 4.0% 99,400
Ohio State University, Main Campus 92,600 4.0% 96,300
UNIVERSITY OF IOWA (3) 87,400 6.96% 93,500
University of Arizona 88,700 5.4% 93,500
Indiana University, Bloomington 87,800 4.75% 92,000
University of Wisconsin 89,300 2.0% 91,100

University of California, Davis 97,100 5.7% 102,600
University of Minnesota, Twin Cities 95,400 6.3% 101,400
University of Illinois, Urbana 95,600 4.0% 99,400
Ohio State University, Main Campus 92,600 4.0% 96,300
University of Arizona 88,700 5.4% 93,500
Texas A & M 88,800 4.5% 92,800
University of Wisconsin 89,300 2.0% 91,100
North Carolina State University 86,800 5.0% 91,100
Michigan State University 87,600 3.5% 90,700
Purdue University, Main Campus 86,200 4.1% 89,700
IOWA STATE UNIVERSITY 82,300 6.0% 87,200

University of North Carolina, Greensboro 75,200 7.0% 80,500
Ohio University, Athens 71,200 3.0% 73,300
Central Michigan University 70,600 3.5% 73,100
University of North Texas 70,200 4.0% 73,000
UNIVERSITY OF NORTHERN IOWA 67,600 3.00% 69,600
Northern Arizona University 66,200 5.0% 69,500
Illinois State University 66,600 3.0% 68,600
University of Minnesota, Duluth 66,000 3.0% 68,000
Indiana State University, Terre Haute 60,200 3.0% 62,000
California State University, Fresno n/a n/a n/a
University of Wisconsin, Eau Claire n/a n/a n/a

(1)     Academe, the Bulletin of the American Association of University Professors, Special Bulletin for 2006-07. 
         The averages are for the ranks of professor, associate professor and assistant professor.
(2)     Estimated increases obtained by universities through contacts with comparison institutions.  Averages exclude 
         clinical faculty per Academe guidelines.   Average increases for Board of Regents, State of Iowa universities 
         are actual increases.  
(3)     The University of Iowa estimated increases based on increases on January 1, 2007, and July 1, 2007, and an 
         additional increase budgeted for December 1, 2007. 

h:(hr/salaries)Faculty Salaries 2007-08.xls
Peer Groups
2/14/2008
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