Attachment C

Agenda Item 8559 

Proposed Policy with Recommended Changes


F-10. EMPLOYEE COMPENSATION





Value Statements:

· Market competitive compensation for all employees is critical in attracting and retaining a quality workforce. 
· Compensation market surveys will be used by the College to ensure competitive salaries and internal  equity. for each employee classification.
Principles:


ACC intends to compensate employees so as to (1) attract and retain a workforce with sustained high effectiveness in meeting student learning needs, (2) act as an ethical and responsible employer, and (3) [develop and maintain a fair and competitive salary] structure and (4) make efficient use of student and public higher education expenditures funds for compensation administration.


A compensation administration plan will be developed as a means of managing payroll costs and salary expenditures and shall be included in the annual proposed operating budget developed by the College administration.   The President shall accordingly, consistent with fiscal constraints and meeting the College's multiple needs, develop plans and proposals to meet the following goals:


[1] Ensure an adequate staffing level to meet the mission and goals of the College by employing regular full-time staff and minimizing reliance on part-time, temporary or hourly employees.  Provide employment primarily on stable professional terms with an adequate level of regular staff to achieve excellence goals.  However, the college shall use hourly, part-time, and temporary staffing when appropriate to match variations in work load.

[2] Maintain a compensation program of competitive salaries and benefits that ensures fair pay for the employees’ contributions to the College mission, Have all employees receive fair pay for their contributions to the College mission, with no employee paid less than the community-accepted level of a "living wage".  Compensation for non-faculty scales may be adjusted to maintain the percentage difference in ratio’s between classifications.

[3] Share All compensation survey methodology and data will be shared with the appropriate employee group.  The administration will seek to reach consensus with the employee group on the compensation plan that is included in the proposed operating budget.   Provide a compensation package (including salary and benefits time off, stipends, and awards that is market competitive.  Priority for increasing compensation shall be for those positions that are at 95% or less of the market average or any other compensation target included elsewhere in this policy or set by the Board. 
 [4] Ensure that For employee categories, compensation shall, on the average, be market competitive for each employee classification: Market competitive is defined as…?   For each type of position, the incumbents' compensation shall, on the average, be market-competitive. with those at the primary institutions for which the College competes for employees. Job content is the most important comparison point, but the size of the institution   (i.e., its workforce) shall also be considered. For adjunct faculty, the average ACC compensation shall be the average of the middle half of the distribution. The primary relevant comparison markets shall be: for non-faculty staff and administrators, similar local, regional, or national positions, as appropriate for the position; for full-time faculty, nine-month averages of full time faculty with equivalent experience and education in Texas metropolitan community colleges; for adjunct faculty, lower-division classroom sections taught in the Austin metropolitan area by part-time faculty for other institutions of higher education. The administration may make reasonable estimates where needed to supplement published data.
· For non-faculty employees (classified, professional-technical and administrators), the relevant competitive market shall be the non-faculty classifications of Texas metropolitan community colleges and similar positions in the local area.

Each year the pay ranges will be compared to current market rates.  The administration will establish priorities for salary range and/or salary adjustments as needed for salary alignment within the pay grades.  Any proposed range or salary adjustments will be included in the proposed budget submitted to the Board.
The administration will obtain non-faculty survey information from the College and University Personnel Association (CUPA), the Austin Area Pay and Benefits Survey and other relevant surveys to be included in validate the market survey results.  

The non-faculty employees’ compensation survey shall be conducted every two years.  In the alternate years, non-faculty employees’ pay scale shall be adjusted to reflect at least the cost-of-living adjustment as approved by the Board.  The adjustments shall be included in the proposed operating budget.  
· For full-time faculty positions, the relevant market shall be full-time faculty with equivalent experience and education employed at the seven largest (by enrollment) Texas metropolitan community colleges.

The Texas Community College Teachers Association Full-Time Faculty Survey shall be used to determine market salaries. The methodology to determine market competitive salaries shall be the comparison of each college’s average salaries of  actual salaries paid to full-time faculty assuming a nine-month contract.  The lowest, and highest, and midpoint actual salaries for bachelor’s, master’s, MA+24, MA+48 and Ph.D. levels (“sectors”) shall be compared. for each level.   Based upon analysis of the survey data, the compensation of full-time faculty in each of the sectors shall be established in the top three of the Texas metropolitan community colleges.
Each year, the administration will obtain actual faculty salaries for FT faculty at the master’s, MA+24, MA+48 and PhD levels from the Texas metropolitan community colleges.  The administration will also obtain the faculty surveys of the American Association of University Professors (AAUP) and the College and University Personnel Association (CUPA) to validate and the Texas Community College Teachers Association Full-Time Faculty Survey data.
· For adjunct faculty the relevant comparison markets shall be the part-time faculty at the Austin metropolitan area institutions of higher education. 

The methodology shall be to compare the college’s average salary of actual salaries paid to part-time faculty teaching the lower-division classroom sections.  The average ACC compensation shall be the average of the middle half of the distribution. The administration may make reasonable estimates where needed to supplement the published data.


The adjunct faculty compensation survey shall be conducted every two years.  

In the alternative years, the adjunct faculty pay scale shall be adjusted to reflect at least the cost-of-living adjustment or adjustment as approved by the Board.  The adjustments shall be included in the proposed operating budget.


5] Arrange workloads of employees so that there is an equitable and reasonable assignment of responsibilities generally based on objective factors, and provide appropriate extra compensation or release time to employees who are asked to work significantly more than normal or during vacation/holiday times. Incorporate sufficient flexibility in leave rules to allow tradeoffs between salary and time off, whenever appropriate given the work needed by the College.   


 [5] Adjust pay scales compensation annually to reflect cost-of-living changes (including inflation),  any approved budget increases with cost-of-living adjustments usually applied on the same basis to all pay scales. However, cost of living increases shall be adjusted appropriately to reflect the greater impact of inflation in the necessities on lower income persons. Keep the ORIGINAL wording, with “compensation” replacing “pay scales” and “employee classifications” replacing “pay scales” at the end. The revised paragraph would read:

“[5] Adjust compensation annually to reflect cost-of-living changes in Central Texas , with cost-of-living adjustments usually applied on the same basis to all pay scales employee classifications.”

[6]  Provide salary ranges that reflect appropriate adjustments for changes in effectiveness due to applicable education/experience and completion of any mandatory professional development. As part of the annual operating budget process, Ensure that the proposed budget shall:
· include compensation  reflect the pay scales that reflects the above principles and
· include projections for cost-of-living adjustments, market adjustments, changes in staffing levels; and 
· identify any major changes in compensation administration that impact the budget.  
Board approval of compensation  pay scales and rules shall be based primarily on the extent to which the President's recommendation is consistent with the provisions of this Board policy. and planning directives.

Decision Process


[7] Ensure that proposed changes to cCompensation rates and proposed changes in them are to be publicly announced available at least 30 days prior to Board approval of the annual budget and shall normally be implemented as part of the annual budget approval process. Compensation changes at other times shall be made only in cases of documented urgent need approved by the President, after informing the employee associations and considering their comments. These cChanges require specific Board approval if the action increases an individual’s a person's compensation rate by 10% or more or if the cumulative unapproved proposed changes to the budget during the year would exceed $10,000/month.
 [9] As part of the budget process, the President shall recommend pay scales and stipends that, in his or her judgment, reflect the above principles to the extent feasible given other Board directives. Projections shall be provided with the planning/budget proposals of the funds needed for cost-of-living adjustment, market adjustments, changes in staffing levels, and the net cost of any experience increments.

[8] Ensure that wWhen a budget falls short of meeting the goals of this policy, the budget shall allocate between 4% and 6% of projected annual revenues for market level adjustments, cost of living increases, experience adjustments, stipends, and awards.

[9]Maintain An appropriate relationship shall be maintained between the compensation packages of executives and senior administrators and the compensation for other classes of employees. Any compensation increase in excess of the average percentage increase for other employees for an employee serving as a College administrative officer requires specific Board approval.

[10] Propose, Under extraordinary circumstances, the President may propose a budget which falls short of meeting the goals of this policy.  While revenues and expenditures may fluctuate annually, the President shall strive to allocate sufficient funds for market-level adjustments and cost-of-living increases. 
[NOTE: all of the above numbered items 1 thru 10 refer back to the statement from line 15
 “The President shall accordingly, consistent with fiscal constraints and meeting the College's multiple needs, develop plans and proposals to meet the following goals:” 
and so each of the 10 items should begin with an ACTION verb – an action taken by the  president.

