

2

MEMORANDUM

DATE:		9 November 2022

TO:		Campus Budget Committee, Lori Seager and Mike Tabor, co-chairs

CC:		FEC Budget & Planning Subcommittee, Marion Hourdequin, chair 

FROM:		Faculty Salary Subcommittee of the Compensation Committee 
Dennis McEnnerney (chair), Phoebe Lostroh, Guanyi Yang, and Nate Bower 

SUBJECT:	Faculty Salary Recommendations in Response to the Annual Charge



EXECUTIVE SUMMARY

The Faculty Salary Committee recommends the following adjustments to the College’s faculty compensation:

· Concerning compensation for contingent faculty members:

1. Establishing a transparent salary pool and model.
2. Undertaking a study, with the Compensation Committee, to determine how best to maintain such a pool and model in a sustainable and equitable manner.
3. Giving some form of representation on or to the Compensation Committee by lecturers, since they tend to be the ongoing, “regular” faculty among the contingent faculty.

· Concerning compensation for faculty in general (and in some cases, staff):

1. Maintaining the faculty salary model with a 2% progression increase for all faculty members who meet performance expectations.
2. Eliminating progression for faculty who have either received 41 years of progression or who have begun mandatory withdrawals from their TIAA retirement fund (whichever comes first).
3. Giving assistant professors a one-year bonus of 1% to keep their salaries competitive with our peers, along with a commitment to re-examine our competitiveness next year and consider an across-the-board progression increase, if needed, to maintain competitive salaries and avoid compression in the ranks.
4. Committing, on the part of the administration to help the Faculty Salary Committee eliminate outliers in our database so that we may make more realistic comparisons with our peers.
5. Giving the maximum cost of living increase that the budget can bear, given that actual cost of living in Colorado Springs may have increased up to 9.3% this year.
6. Immediately increasing to 11.1% in the College’s contributions to TIAA for all employees, thereby matching the average of our peers.
7. Committing, on the part of the administration, to study with the Compensation Committee and the FEC Budget and Planning Subcommittee how the College may compensate employees for the suspension of the College’s TIAA contributions at the height of the pandemic.
8. Increasing the College’s medical benefits as percentage of salary to match or exceed the average of peers by absorbing the employee contribution to Proposition 118 medical leave benefits.

· Concerning the Staff Salary Committee’s recommendations that affect faculty as well as staff members:

1. Implementing last year’s parental leave policy recommendations, described in detail as priority four in the Staff Salary Committee’s report – this is program that we strongly support.


BACKGROUND

The Compensation Committee is charged by the Faculty Handbook, among other things, with responsibility for “reviewing current and proposed allocation of the salary pool as well as all benefits, including retirement programs for faculty and staff.”[footnoteRef:2]  The Faculty Salary Committee, a subcommittee of the campus Budget Committee, is given the additional specific responsibility of providing a salary report to the faculty and administration every fall.  That report has also to address the charge given by the Campus Budget Committee of assuring “that there are sufficient funds in the faculty salary pool to provide faculty compensation in alignment with the College’s goal of keeping average faculty salaries, by rank, above the peer average.”[footnoteRef:3]  In addition, the Handbook mandates that the Committee base its report in part on “the current report of the Colorado College chapter of the American Association of University Professors, and conversation with the Budget and Planning Subcommittee of the Faculty Executive Committee.”[footnoteRef:4]  To those ends, we include the AAUP report as Appendix 6, and we are copying this memorandum to the FEC Budget and Planning Subcommittee, with which our Committee has met and shared our findings as they developed.  We note that we believe that we have responded to the concerns of the AAUP, whose contributions to this process we appreciate.  Finally, we held a forum open to all faculty members at which we received very helpful comments and suggestions, most of which we have incorporated in this report. [2:  Faculty Handbook, pp. 56-7.]  [3:  Campus Budget Committee, “Fall Charge to the Compensation Committee,” 15 September 2022.]  [4:  Faculty Handbook, pp. 27-28.] 



DATA COLLECTION AND ANALYSIS

Having collected data for average and median salaries from our 15 peer institutions for all ranks, as well as data concerning Colorado College’s average and median salaries, standard deviations, and comparative data on benefits and inflation,[footnoteRef:5] the Faculty Salary Committee has developed the recommendations in this report. [5:  See Appendix 1.] 


Limitations: Our analysis is limited in some respects because of gaps in the data concerning non-tenure-line or contingent faculty members. We lack information about medians and standard deviations for lectures and full-year visitors.  Also, the Faculty Salary Committeee has only limited ability to determine how local area expenses compare with those of our peers.[footnoteRef:6] [6:  See Appendices 2 and 3 for details.  We have relied on data from Zillow to calculate housing costs.] 




CHALLENGES IDENTIFIED

1. As seen in Appendix 1, our tenure-line salaries (reported in 1000s) remained relatively close to those of our peers in 2021-22, though assistant professors trailed as follows:

Peer mean: 	$87.2
Peer median:	$89.3
CC mean:	$86.3

2. Our projections of peer salaries for 2022-2[footnoteRef:7] exceed our 2022-23 actual salaries: [7:  See Appendix 4 for details.] 


Peer		CC
Professor	$143.7		$141.3
Associate	$106.9		$106.1
Assistant	$ 89.0		$ 87.7

3. It has proven difficult to make comparisons with peers for Lecturers and full-year Visitors, since the administration has not provided us with key data for this group, arguing that their small numbers (12 total lecturers, of which only 7 were full-time and therefore included in the AAUP data) raise privacy concerns. Our estimate, based on AAUP data, put the average salaries for lecturers and full-year visitors at $66,700.  If that number is correct, our compensation trails that of our peers significantly now and has for many years in the past:

Peer reported 2021-22		$75.4
CC reported 2021-22		$65.9

Peer projected 2022-23	$77.3
CC actual 2022-23		$66.7

The data here are complicated, since there are several lecturers who do not teach 6 blocks or more, at least some of whom appear to be compensated on an annual basis at significantly higher rates than the mean reported for full-time lecturers to the AAUP.  However, in our view, those individuals should be treated as outliers and excluded from our comparisons, just as we exclude the highest paid full professors who appear in IRS 990 reports when calculating mean salaries for full professors.

4. CC’s retirement benefits (as a percentage of salary)[footnoteRef:8] trail those of our peers: [8:  See Appendix 5 for details.] 


CC percentage		10.2%
Peer percentage	11.1%

In addition, during 2021-22, when the College’s contribution was temporarily suspended, CC’s annual compensation as a percentage of salary fell to 7.5%	

5. Medical benefits[footnoteRef:9] also trail those of our peers: [9:  See Appendix 5 for details.] 


CC medical		10.9%
Peer medical		11.5%

6. Overall cost of living in Colorado Springs[footnoteRef:10] remains competitive, if housing and transportation are discounted.  However, when housing and transportation are added in, the cost of living in Colorado Springs is 5-10% higher than that in our peer institutions’ regions.  These higher expenses affect most the faculty and staff who are just entering the local real estate market or, especially, who are renting. [10:  See Appendices 2 and 3 for details.] 




RECOMMENDATIONS

Contingent Faculty

a. Our first recommendation concerns lecturers and year-long visitors, whose salaries appear not to be part of the faculty salary pool, and who consequently have not typically been the focus of Faculty Salary Committee reports.  The reported AAUP data suggest these colleagues, whom we recognize are a subset of the full lecturer cohort, have fallen behind those at peer institutions.  As a result, the Committee is concerned that this group of faculty members may not be equitably compensated. There are at least three significant problems here:

1) How the compensation of these colleagues is established is unclear, and the 10-year data suggests that their salaries have not been significantly adjusted over time. In other words, to our knowledge, there does not appear to be any systematic process for establishing and adjusting compensation.
2) How their compensation is budgeted remains very unclear. It appears that they may be somehow in the faculty salary pool, but not part of the faculty salary model.
3) We lack complete and reliable data on their compensation since the administration, in the name of privacy, has not shared vital information with the Committee.  Comparisons using AAUP and IPEDS data are made even more difficult since definitions of “lecturer” and the like vary across institutions.

Consequently, our first recommendation is that either a separate contingent faculty salary pool and model be established for lecturers and visitors, or they be integrated in an equitable and sustainable manner in the faculty salary pool and model.  In either case, the Faculty Salary Committee should be given the job of oversight of their compensation in a manner comparable to its oversight of the regular faculty salary pool and model.
 
b. Given the problems establishing a competitive, equitable salary model for contingent faculty, we also strongly recommend that a longer-term study be undertaken to see how best to address the compensation needs of these colleagues. We suggest that some form of regular progression, peer comparison, and cost of living adjustments be built into a model for financing pay in this sector of the College.  In addition, we think it important the College regularly undertake comparisons with our 15 peer institutions and make cost of living adjustments for block visitors.

c. Our third recommendation concerning contingent faculty is that a representative from among the lecturers be included on the Compensation Committee; or if that is not feasible given their small numbers, an annual meeting in block 1 of lecturers and long-term visitors with the Faculty Salary Subcommittee be established so that their concerns and needs may be articulated. 

Tenure-line Faculty Salary Recommendations

a. We strongly recommend reinforcement of the faculty salary model by maintaining an annual 2% progression for faculty who meet performance expectations in the areas of teaching, scholarship, and service, combined with continued equal pay scales across the disciplines.  For faculty who do not meet performance expectations, however, reduced or no progression is appropriate.  Consistent support of the faculty salary model gives faculty colleagues the security and stability that allows them to dedicate themselves to teaching, research (if tenure-line), and service, without great worries about financing themselves and their families.  In addition, when articulated clearly and reinforced in practice, the faculty salary model can raise morale and build loyalty to the institution.

b. Since the faculty salary model is based on 35 years of progression, we also strongly recommend that progression be eliminated for individuals who have achieved the AAUP-recommended doubling of the entry-level salary.  Because, over the course of decades, there will likely be several years during which cost of living adjustments will trail actual inflation, we recommend using the AAUP’s goal of doubling entry-level salaries in 41 years.  Consequently, we argue that individuals who have been in tenure lines for more than 41 years, or who have begun taking mandatory withdrawals from their TIAA accounts, receive no progression.  (We add the latter caveat since some colleagues hired at mid-career may never get close to 41 years of service, but nevertheless may have salaries at the higher end of the pay scale.) We view this recommendation as vital since the salaries paid to the faculty at the top of the scale approach three times the entry-level salary, which means that one faculty member occupies the equivalent of up to three faculty salaries, greatly limiting the ability of the College to renew its faculty.

c. Because assistant professors have been trailing our peers, we recommend a one-year 1% bonus to help bring their salaries in line with those of our peers. An alternative would be to give assistants an additional 1% of progression. We chose the first alternative because the second would almost certainly create compression in the ranks, requiring adjustments to progression for associates and full professors in subsequent years. Next year, if assistants’ salaries continue to trail those at our peers, we recommend considering an equal increase in progression across all ranks. Given that the cost of living in Colorado Springs has risen sharply – particularly the cost of housing and rent for individuals new to the market – we believe it essential now to help out our lower-paid assistants who are more likely to need extra income (as opposed to longer-term faculty, who are more likely to have purchased homes earlier). 

d. We recommend that outliers in all ranks be identified for two reasons:

1) Their inclusion in the data may distort means, making comparisons with our peer institutions suspect.  Individuals who become significant outliers should be removed from the data used to allow us to make more realistic comparisons. Also, after removing high-end outliers, individuals and groups who continue to fall well below their peers should be identified, and adjustments be considered, if they have regularly met performance expectations.  
2) We also recommend that the Dean encourage assistants and associates who have been in a rank beyond the expected time receive encouragement and support to help them advance to the next rank.

e. Given that inflation has been extraordinarily high this year (6.2% PCE, 8.3% CPI, and 9.6% local cost of living), we recommend that the maximum cost of living increase that the budget can bear be given to both faculty and staff. 

f. The Committee is also concerned about how retirement benefits trail those of our peers, which is compounded by the ongoing loss incurred by colleagues whose College TIAA contributions were suspended during the COVID crisis.  Consequently, we strongly recommend:

· An immediate increase in retirement benefits to 11.1% in order to match those of our peers received in 2021-22.
· A commitment to study how to make good on at least some of the losses incurred by those individuals whose benefits were suspended, such as a temporary across-the-board increase of 0.25 or 0.5% for a number of years.  

Given the strains caused by inflation, we recognize that the latter additional increase may not be sustainable in the current environment.  However, we believe that committing to a study of how to finance such a change, combined with an immediate increase to match our peers, could help lift morale among both faculty and staff members.

g. Finally, the College also trails our peers significantly in medical benefits.  We believe an easy way to make up that difference would be for the College to commit to financing both employer and employee contributions to Proposition 118 leave benefits.  Such a commitment would be especially important to the faculty and staff at the lower ends of the pay scales.





 
Appendix 1: Peer Group Comparisons, 2021-22
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Appendix 2: Local Cost of Living in Comparative Perspective - Summary
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Appendix 3: Local Cost of Living – Detailed Calculations
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Appendix 4: Salary Projections with Possible Cost of Living Adjustments 
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Appendix 5: Comparative Retirement and Medical Benefits
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Appendix 6: Report of the Colorado College chapter of the AAUP
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(Aspirational) Peer Group of Colleges and Universities

AAUP Corrected Averages as Reported on Sept. 1, 2022 at:https://www.aaup.org/report/annual-report-economic-status-profession-2021-22

Compensation for Full-Time Faculty, by Institution for 2021-2022 (Note: all $ values are divided by 1000.)

Private Institutions: Bates Bowdoin CarletonColby Colgate UC Holy CrossDavidsonHamiltonKenyon LafayetteMacalesterMiddleburyPitzer Wesleyan-CTWhitmanComp. College's CC

PI=Independent; PR=Religious PI PI PI PI PI PR PI PI PI PR PR PI PI MA-PI-U PI Mean Median PI

Full (PR) 138 153.8 139.9 149.1 155.4 139.4 141.2 147.1 99.3 147.6 127.8 141 149.3 160.4 115.4 140.3 141.2 140.1

Assoc. (AO) 106.7 123.7 107.9 108.7 111.3 106.1 102.5 105.5 82.2 105 96 106.2 105.8 114.3 88.9 104.7 106.1 104.9

Asst. (AI) 88.6 96.5 89.3 89.8 95.7 91.1 83.2 85.7 70.1 85.2 81 91.2 91.1 94 75.1 87.2 89.3 86.3

Lecturer (LE) 70.3 69.8 69.4 73.5 70.5 65.2 61.9 72.3 63.9 74.3 63.1 84.4 69.5 60.8 69.2 69.7 65.4

Instruct. (IN = Adj. & Instrcutors) 86.8 89 81.3 66.7 65.6 83.2 75.2 64.3 76.5 78.3

No Rank (NR) 61 83.7 72.4 72.4 66.3

All Ranks (AR) 103 120.2 117.2 110.7 110.3 107 108.2 107.3 84.1 109.6 98.7 113.2 116.8 113.2 89.7 107.3 109.6 104.9

Retirement (% of Salary) 11.2 12.8 10 8.8 11.5 17.9 9.8 10.4 9.5 10 12.9 11.5 9.5 10.2 11.1 10.3 10.2

Medical (% of Salary) 11.3 9.7 13.2 13.4 7.4 12.7 6.8 7.7 14.7 9.3 13.2 12.7 11.3 14.3 11.5 11.3 11.5 10.9

Total People 175 204 217 222 334 278 198 203 186 243 199 306 87 402 153 228.7 207.0 212

% Tenured (T = Full & Assoc.) 52 60.3 61.3 53.2 54.2 65.5 60.1 51.7 61.3 62.6 61.3 60.5 63.2 48 67.3 58.8 60.5 56.6

% Tenure-Track (TT = Asst.) 20.6 23 16.6 29.7 21.3 14.4 22.7 27.6 21 28 16.6 26.1 19.5 19.9 13.7 21.4 21.0 32.1

% Non-tenured (NTT) 27.4 16.7 22.1 17.1 24.6 20.1 17.2 20.7 17.7 9.5 22.1 13.4 17.2 32.1 19 19.8 19.0 11.3

No. of Full listed on IRS990's 3 1 1 3 2 2 0 5 2 2 2 2 4 3 3 2.3 2.0 3

As a % of tenured faculty 3.30 0.81 0.75 2.54 1.10 1.10 0.00 4.76 1.75 1.31 1.64 1.08 7.27 1.55 2.91 2.13 1.55 1.55
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Everyone has seen a significant loss in buying power.

"Constant"/"Real" Dollar (PCE) Normalized Salaries

PCE-index Mean Median Colo CollYr-start
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100.787 1 $71.39 $71.80 $67.30 2012

102.2781.014794 $72.42 $73.02 $69.87 2013

102.4651.016649 $74.25 $75.94 $71.90 2014

103.2421.024358 $76.46 $78.98 $73.70 2015

105.4081.045849 $76.18 $77.45 $76.49 2016

107.3621.065237 $76.87 $78.57 $77.64 2017

108.977 1.08126 $77.50 $79.72 $78.89 2018

110.9441.100777 $78.10 $80.13 $79.58 2019

112.5831.117039 $76.45 $78.87 $77.35 2020

119.4691.185361 $73.54 $75.34 $72.80 2021

100.787 1 $58.73 $56.90 $58.46 2012

102.2781.014794 $55.31 $54.69 $59.35 2013

102.4651.016649 $63.54 $62.26 $57.97 2014

103.2421.024358 $62.93 $62.97 $59.65 2015

105.4081.045849 $63.69 $63.44 $59.47 2016

107.3621.065237 $65.16 $66.84 $59.24 2017

108.977 1.08126 $65.41 $67.38 $59.93 2018

110.9441.100777 $65.21 $67.50 $61.59 2019

112.5831.117039 $65.43 $66.69 $60.79 2020

119.4691.185361 $62.32 $62.01 $55.93 2021

IPEDS data used for 2012-14 for CC

As CC claimed no "Instructors"

(AAUP did not collect good data

for these faculty until it asked for

Instructors, Lecturers, No Rank, etc.)

Lecturers are paid 10% less than their peer group.

Lecturers are not getting any real progression.

Annualized Block Visitor Salaries (and they get no benefits)

Mid-Full Visitor (x 6 Blocks) = $43.2 2022

Mid-Assoc Visitor (x 6 Blocks) = $39.0 2022

Mid-Asst Visitor (x 6 Blocks) = $34.2 2022

ABD Visitor (x 6 Blocks) = $31.2 2022

MA/MS Visitor (x 6 Blocks) = $28.8 2022

Min salary for exempt employees = $35.6 2012

($684/wk is the minimum.) $35.6 2013

$35.6 2014

$35.6 2015

$35.6 2016

$35.6 2017

$35.6 2018

$35.6 2019

$35.6 2020

$35.6 2021

$35.6 2022

It appears Visitors are often paid below the Federal Minimum salary for exempt employees.

It seems they should be paid at least the starting salary of their commenserate rank (tho w/o benefits).

https://sbshrs.adpinfo.com/blog/exempt-employees-minimum-salary-requirements-for-2022
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https://www.bls.gov/regions/mid-atlantic/data/consumerpriceindexhistorical us
Everyone has seen asignificant loss in buying power.

CPI Adj. AAUP Full vs. Peer Group Salaries

"Constant" Dollar (CPI-U-Jan) Normalized Salaries $134.00
CPI-U-index Mean Median Colo Coll  Yr-start $132.00 = = —Average
(Used mid-academic yr =Jan; no seasonal adjustment) Zswoowo Median
226.665 1 $121.95 $122.30 $126.90 2012 8 s128.00 e
230.28 1.015949 $122.33 $122.64 $127.66 2013 @ 12600
233.916 1.03199 $123.53 $124.52 $128.10 2014 ‘;smm
233.707 1.031068 $125.63 $126.47 $131.13 2015 g7
236.916 1.045225 $126.74 $126.19 $129.16 2016  $122.00 D
242.839 1.071356 $126.40 $126.85 $126.66 2017 $120.00 v
247.867 1.093539 $125.79 $126.29 $126.93 2018 $118.00 T T T T T )
251.712 1.110502 $126.41 $128.23 $127.15 2019 2010 2012 2014 2016 2018 2020 2022
257.971 1.138116 $120.33 $123.36 $123.36 2020 Academic Year Start
261.582 1.154047 $121.58 $122.35 $121.40 2021
CPI Adj. AAUP Assoc. vs. Peer Group Salaries
226.665 1 $88.96  $89.60  $85.00 2012 $100.00
230.28 1.015949  $89.38  $90.56  $87.70 2013 $08.00 == = =Average
233.916 1.03199  $90.33  $91.96  $90.31 2014 . $9600 = —-eo- Median
233.707 1.031068  $92.53  $93.79  $93.20 2015 & $9a.00 o
236.916 1.045225  $93.72  $9539  $93.76 2016 o $9200
242.839 1.071356  $93.12  $94.18  $93.81 2017 £ $9000
247.867 1.093539  $93.23  $94.01  $95.10 2018 z $8800
251712 1.110502 $93.86  $95.81  $96.08 2019 3 :ﬁgg
257.971 1.138116  $90.07  $91.91  $92.35 2020 $52.00
261.582 1.154047  $90.74  $91.94  $90.90 2021 $2000 + . . . . . ,
2010 2012 2014 2016 2018 2020 2022
226.665 1 $71.39 $71.80 $67.30 2012 Academic Year Start
230.28 1.015949  $72.34  $72.94  $69.79 2013
233.916 1.03199  $73.15  $74.81  $70.83 2014 . .
233.707 1.031068 $75.96  $78.46  $73.23 2015 CPI Adj. AAUP Asst. vs. Peer Group Salaries
236.916 1.045225  $76.23  $77.50  $76.54 2016 $81.00
242.839 1.071356  $76.43  $78.13  $77.19 2017 $7900 T T TAverage =23,
247.867 1.093539  $76.63  $78.83  $78.00 2018 Zsmoo | T == Median
251.712 1.110502  $77.41  $79.42  $78.88 2019 S srm00 T
257.971 1.138116  $75.03  $77.41  $75.91 2020 ‘Z’ §73.00
261.582 1.154047  $75.54  $77.38  $74.78 2021 =
2 $71.00
226.665 1 $58.73  $56.90  $58.46 2012 & $69.00
230.28 1.015949  $55.24  $54.63  $59.28 2013 $67.00
233.916 1.03199  $62.60 $61.34  $57.10 2014 $65.00 r r r r r )
233.707 1.031068  $62.52  $62.56  $59.26 2015 2010 2012 2014 2016 2018 2020 2022
236.916 1.045225  $63.73  $63.48  $59.51 2016 Academic Year Start
242.839 1.071356  $64.79  $66.46  $58.90 2017
247.867 1.093539  $64.68  $66.62  $59.26 2018 CPI Adj. AAUP Lecturer vs. Peer Group Salaries
251.712 1.110502  $64.64  $66.91  $61.05 2019
257.971 1.138116  $64.22  $65.46  $59.66 2020 :Zggg = = hverage
261.582 1.154047  $64.01  $63.69  $57.45 2021 46600 | mmmn- Median emmemet L
8 $64.00 c P T R
IPEDS data used for 2012-14 for CC S $62.00 ",—-""
As CC claimed no "Instructors" 2 $60.00 /{/—\/\
(AAUP did not collect good data > $58.00 S
for these faculty until it asked for ‘_mr: $56.00 \):’,"
Instructors, Lecturers, No Rank, etc.) $54.00
Lecturers are paid 10% less than their peer group. $52.00
Lecturers are not getting any real progression. SSO.OOZO.10 20.12 20.14 20'15 20'13 20.20 20.22
Annualized Block Visitor Salaries (and they get no benefits Academic Year Start
Mid-Full Visitor (x 6 Blocks) = $43.2 2022
Mid-Assoc Visitor (x 6 Blocks) = $39.0 2022 CC Average CPI-Adjusted Annualized Salaries
Mid-Asst Visitor (x 6 Blocks) = $34.2 2022 $140.00
ABD Visitor (x 6 Blocks) = $31.2 2022 612000 _— —Ful
MA/MS Visitor (x 6 Blocks) = $28.8 2022 = ’ =+ = Assoc.
Min salary for exempt employees = $35.6 2012 § $100.00 I i - .. = = =Asst.
($684/wk is the minimum.) $35.6 2013 3 $80.00 -7 — === ————— =eee- Lecturer
$356 2014 £ w00 cooooo ——— —Visitors
fee a1 3 swo0 |
$35.6 2017 $20.00
$35.6 2018 $000 r x x r r r Y
$3546 2019 2010 2012 2014 2016 2018 2020 2022
$35.6 2020 Academic Year Start
$35.6 2021
$35.6 2022

It appears Visitors are often paid below the Federal Minimum salary for exempt employees.
It seems they should be paid at least the starting salary of their commenserate rank (tho w/o benefits).
https://sbshrs.adpinfo.com/blog/exempt-employees-minimum-salary-requirements-for-2022










https://www.bls.gov/regions/mid-atlantic/data/consumerpriceindexhistorical_us_table.htm

Everyone has seen a significant loss in buying power.

"Constant" Dollar (CPI-U-Jan) Normalized Salaries

CPI-U-index Mean Median Colo CollYr-start

(Used mid-academic yr = Jan; no seasonal adjustment)

226.665 1 $121.95 $122.30 $126.90 2012

230.281.015949 $122.33 $122.64 $127.66 2013

233.916 1.03199 $123.53 $124.52 $128.10 2014

233.7071.031068 $125.63 $126.47 $131.13 2015

236.9161.045225 $126.74 $126.19 $129.16 2016

242.8391.071356 $126.40 $126.85 $126.66 2017

247.8671.093539 $125.79 $126.29 $126.93 2018

251.7121.110502 $126.41 $128.23 $127.15 2019

257.9711.138116 $120.33 $123.36 $123.36 2020

261.5821.154047 $121.58 $122.35 $121.40 2021

226.665 1 $88.96 $89.60 $85.00 2012

230.281.015949 $89.38 $90.56 $87.70 2013

233.916 1.03199 $90.33 $91.96 $90.31 2014

233.7071.031068 $92.53 $93.79 $93.20 2015

236.9161.045225 $93.72 $95.39 $93.76 2016

242.8391.071356 $93.12 $94.18 $93.81 2017

247.8671.093539 $93.23 $94.01 $95.10 2018

251.7121.110502 $93.86 $95.81 $96.08 2019

257.9711.138116 $90.07 $91.91 $92.35 2020

261.5821.154047 $90.74 $91.94 $90.90 2021

226.665 1 $71.39 $71.80 $67.30 2012

230.281.015949 $72.34 $72.94 $69.79 2013

233.916 1.03199 $73.15 $74.81 $70.83 2014

233.7071.031068 $75.96 $78.46 $73.23 2015

236.9161.045225 $76.23 $77.50 $76.54 2016

242.8391.071356 $76.43 $78.13 $77.19 2017

247.8671.093539 $76.63 $78.83 $78.00 2018

251.7121.110502 $77.41 $79.42 $78.88 2019

257.9711.138116 $75.03 $77.41 $75.91 2020

261.5821.154047 $75.54 $77.38 $74.78 2021

226.665 1 $58.73 $56.90 $58.46 2012

230.281.015949 $55.24 $54.63 $59.28 2013

233.916 1.03199 $62.60 $61.34 $57.10 2014

233.7071.031068 $62.52 $62.56 $59.26 2015

236.9161.045225 $63.73 $63.48 $59.51 2016

242.8391.071356 $64.79 $66.46 $58.90 2017

247.8671.093539 $64.68 $66.62 $59.26 2018

251.7121.110502 $64.64 $66.91 $61.05 2019

257.9711.138116 $64.22 $65.46 $59.66 2020

261.5821.154047 $64.01 $63.69 $57.45 2021

IPEDS data used for 2012-14 for CC

As CC claimed no "Instructors"

(AAUP did not collect good data

for these faculty until it asked for

Instructors, Lecturers, No Rank, etc.)

Lecturers are paid 10% less than their peer group.

Lecturers are not getting any real progression.

Annualized Block Visitor Salaries (and they get no benefits)

Mid-Full Visitor (x 6 Blocks) = $43.2 2022

Mid-Assoc Visitor (x 6 Blocks) = $39.0 2022

Mid-Asst Visitor (x 6 Blocks) = $34.2 2022

ABD Visitor (x 6 Blocks) = $31.2 2022

MA/MS Visitor (x 6 Blocks) = $28.8 2022

Min salary for exempt employees = $35.6 2012

($684/wk is the minimum.) $35.6 2013

$35.6 2014

$35.6 2015

$35.6 2016

$35.6 2017

$35.6 2018

$35.6 2019

$35.6 2020

$35.6 2021

$35.6 2022

It appears Visitors are often paid below the Federal Minimum salary for exempt employees.

It seems they should be paid at least the starting salary of their commenserate rank (tho w/o benefits).

https://sbshrs.adpinfo.com/blog/exempt-employees-minimum-salary-requirements-for-2022
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COST OF LIVING COMPARISONS

PEER AVERAGE COS - 80903 RATIO COS/MEAN RATIO COS/MEDIAN
103.00 108.30 1.05 1.10

The overall index of the cost of living for CC versus our peer group is 1.05 times higher than the mean
and 1.10 times higher than the median — that is, our cost of living index is 5 to 10% higher than that of
the comparable schools. Two areas are significantly more expensive here:

* Housing
* Transportation

Living further away in El Paso County to lower costs is not a viable option:

* Peers: drops cost of housing 11.1% on average

e CC:raises cost by 7.6%

» Differential: 18.7% on average (30% if medians are used)

* But note: it is possible that commuting from Teller, Douglas, or Pueblo counties might be lower.

If we deduct the cost of housing and transportation, the cost of living in Colorado Springs is
significantly lower than the cost at our peer institutions — which means cost of living increases hit
those renting and new to the real estate market hardest. Which, in general, means assistant
professors.









CO ST OF LIVING CO MPARISONS
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The overall index of the cost of living for CC versus our peer group is 1.05 times higher than the mean 

and 1.10 times higher than the median –that is, our cost of livingindex is 5 to 10% higher than that of 

the comparable schools.  Two areas are significantly more expensive here:

•

Housing

•

Transportation

Living further away in El Paso County to lower costs is not a viable option:

•

Peers: drops cost of housing 11.1% on average

•

CC: raises cost by 7.6%

•

Differential: 18.7% on average (30% if medians are used)

•

But note: it is possible that commuting from Teller, Douglas, or Pueblo counties might be lower.

If we deduct the cost of housing and transportation, the cost of living in Colorado Springs is 

significantly lower than the cost at our peer institutions –which means cost of living increases hit 

those renting and new to the real estate market hardest.  Which, in general, means assistant 

professors.
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Cost of Living Calculated for each City or Zip Code for 2022

(Calculations done April 18 and 19, 2022)

Means 80903 all of CS Medians
Zillow in 2021 (Ave of Jul-Sept) 223,545 399,003 336,128 196,704 225,692 276,598 488,786 237,509 268,588 188,447 431,869 354,053 850,667 286,553 344,741 340,592 397,216 454,983 286,553
Zillow in 2022 (Ave of Jul-Sept) 264,606 453,930 364,106 225,316 268,860 311,797 604,697 260,865 306,349 217,255 453,269 402,738 934,817 318,456 420,039 387,140 439,725 516,429 318,456
% increase 15.52 12.10 7.68 12.70 16.06 11.29 19.17 8.95 12.33 13.26 4.72 12.09 9.00 10.06 17.93 12.19 9.67 11.86 12.10
% diff for county vs zipcode -14 -9 -11 3 -34 34 37 -32 -35 40 -33 -19 -11 14 -22 -11.1 7.60 Diff= 18.71 On average, other schhols can live -14.16
Zillow % increase since April 2022 30.09 19.49 11.04 36.06 46.92 -5.83 30.35 -37.37 39.57 -19.86 68.06 36.85 15.54 27.08 31.84 22.0 7.02 further away for lower housing. 30.09
Median home cost by county in 8/22 $227,150 $414,210 $322,940 $231,120 $177,730 $419,000 $379,830 $176,110 $197,820 $304,520 $304,700 $327,690 $830,890 $362,890 $328,050 $473,160
County = Androscogg Cumberlan Rice Kennebec Madison Worcester Mecklenbu Oneida Knox Northampt Ramsey Addison  LosAngeles Middlesex WallaWalla El Paso
Bates Bowdoin Carleton Colby Colgate U C Holy Cro Davidson Hamilton Kenyon Lafayette Macaleste Middlebur Pitzer Wesleyan- Whitman Average CC Ratio of Median
Zip Code 4240 4011 55057 4901 13346 1610 28035 13323 43022 18042 55105 5753 91711 6459 99362 80903 Col. Spr.
State ME ME MN ME NY MA NC NY OH PA MN vT CA cT WA co to others
w/o Child Care & Taxes (see below) Lewiston  Brunswick Northfield Waterville Hamilton Worcester Davidson Clinton Gambier  Easton St. Paul Middlebun Claremont Middleton Walla-Walla Mean Col.Spr.s CS/Mean CS/Median Median
Overall Index 86.1 106.4 102.4 78.7 84.6 105.1 116.8 124.1 86.9 96.9 98.6 97.2 165.7 102.6 93.6 103.0 108.3 1.05 1.10 98.6
Food & Groceries 105 109.7 101.2 104.5 100.6 105.2 103.2 106.2 101.3 101.6 100.2 109.1 103.3 105.3 99.6 103.7 98.4 0.95 0.95 103.3
Housing (Homeowner) 64.1 116.8 116.4 50.3 72.6 106.6 162.3 145.6 96.7 48.2 94.7 105.8 2943 88.7 108.3 111.4 1245 1.12 1.18 Rentals are higher on average 105.8
Median Home Cost (by zip code) $203,400 $379,900 $327,900 $165,600 $183,000 $331,100 $463,900 $416,500 $219,500 $271,100 $269,700 $294,300 $809,100 $250,600 $318,600 $326,947 $410,900 1.26 1.40 New homeowner hit hardest $294,300
Utilities 105.9 104.9 96 106.5 99.9 107.4 98.3 121.9 102.9 102.1 97.5 117.6 103.6 120 84.7 104.6 92.4 0.88 0.89 103.6
Transportation 76.9 77.2 100.1 63 77.7 95.4 95.6 121.9 75.7 91.1 109.6 59 151.2 102.4 72.3 91.3 95.1 1.04 1.04 Especially ifyou live far away 91.1
Health 96.2 90.5 86.8 93.6 1113 96.1 95 126.5 99 102.7 76.1 128.4 86.7 119.5 87.2 99.7 82.6 0.83 0.86 96.1
Miscellaneous 98.8 108.3 101 97.8 98.1 106.1 99.6 104.9 97.1 102 108.5 101.6 104 111.6 96.8 102.4 96.7 0.94 0.95 101.6
State Income Tax (%) on ~$100K 7.15 7.15 7.5 7.15 6.25 5 4.99 6.25 3.8 3.07 7.5 7.5 9.3 5.75 0 5.9 4.55 0.77 0.73 6.3
Property tax (%)/zip code/county 1.71 139 1.08 1.37 2.53 1.49 1.05 2.56 1.21 1.99 1.08 191 0.72 1.95 1.14 1.55 0.48 0.31 0.35 1.39
(Effective tax on amedian home) $3,478 $5,281 $3,541 $2,269 $4,630 $4,933 $4,871  $10,662 $2,656 $5,395 $2,913 $5,621 $5,826 $4,887 $3,632 $4,706 $1,972 0.42 0.40 Low rateamortizes house cost over 40 yrs $4,871
Sales Tax by zip code/county 5.50 5.50 7.38 5.50 8.00 6.25 7.25 8.75 7.25 6.00 7.88 7.00 10.25 6.35 8.90 7.18 8.20 114 1.13 7.25
Day Care/week/child by zip code $173 $216 $261 $171 $223 $293 $445 $178 $229 $180 $95 $152 $321 $279 $252 $231 $204 0.88 0.91 $223
https://smartasset.com/taxes/maine-property-tax-calculator (WA only taxes cap gains) Generally, our costs are lower, IF you bought a house
: i ublications/state-individual-income-tax-rates-and-brackets, before the sudden increase in housing costs.
https://www.salestaxhandbook.com/calculator
https://www.bestplaces.net/cost-of-livin
https://www.care.com/app/enrollment/seeker/cc/tax-calculator 2022 COL: Colo. Springs vs Mean of Peer College Towns Estimated "affordable" house cost
https://www.nerdwallet.com/mortgages/how-much-house-can-i-afford/calculate-affordabilit 1.40 $260,000 $60K down, 30y @ 5.4%, on $86K salary
$374,000 $110K salary
1.20
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Cost of Living Calculated for each City or Zip Code for 2022

(Calculations done April 18 and 19, 2022)

Means 80903 all of CS Medians
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Housing (Homeowner) 64.1 116.8 116.4 50.3 72.6 106.6 162.3 145.6 96.7 48.2 94.7 105.8 294.3 88.7 108.3 111.4 124.5 1.12 1.18Rentals are higher on average 105.8

Median Home Cost (by zip code) $203,400$379,900$327,900$165,600$183,000$331,100$463,900$416,500$219,500$271,100$269,700$294,300$809,100$250,600$318,600$326,947$410,900 1.26 1.40New homeowner hit hardest $294,300

Utilities 105.9 104.9 96 106.5 99.9 107.4 98.3 121.9 102.9 102.1 97.5 117.6 103.6 120 84.7 104.6 92.4 0.88 0.89 103.6
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https://smartasset.com/taxes/maine-property-tax-calculator (WA only taxes cap gains) Generally, our costs are lower, IF you bought a house
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Faculty Salary Projections for 2023-24

Peer Group Averages [CCAve. Given Ave.s Projections Projections Projections Notes and Comments
AAUP Projected |AAUP (2022-2023) 2023-2024 2023-2024 2023-2024 Consumer Price Index, CPI for 9/2022 =8.2%
2021-22 2022-23 (2021-22 Colorado Coll |6.2% PCE + 8.3% CPI + 9.6% Local Personal Consumption Expenditure, PCE=6.2%
Actual Ave.s 2% progress 2% progress 2% progress Cost of housing increase projections=2.9%
asof9/29/22 Est. Ave.s Est. Ave.s Est. Ave.s Cost of rentalsincrease projection =6.6%
Full (PR) 140.3 143.7 140.1 141.3 153.1 156.0 157.9|(Full need 0.14% peer adjustment)
Assoc. (AO) 104.7 106.9 104.9 106.1 114.9 117.1 118.5 (0% peer adjustment this year)
Asst. (Al) 87.2 89.0 86.3 87.7 95.8 97.6 98.7 | (Recommend Asst. get 1% peer adjustment)
Lecturers (LE) (No data for 2022-23.) 76.5 78.1 66.3 66.7 82.8 84.4 85.4 |Unclear ifLE, IN, NR are in the faculty pool: these
No Rank (NR) & IN =1 yr Visitors? (No data for 2022-23) IN=65.4 66.7 82.8 84.4 85.4 |are recommended, peer-based projected salaries.
Ave Retiree salary @ 50% 70.6 76.5 78.0 78.9
Retirement (% of Salary) CCAAUP 10.2 10.2 10.2 10.2 Lecturers are on-going, though not
Medical (% of Salary) 2020-21 10.9 10.9 10.9 10.9 tenured. They SHOULD be getting
Total People IN=64.6 236.0 240.5 240.5 240.5 progression and inflation. Their salary
% Tenured (Full & Assoc.) LE=67.9 57.2 0.0 0.0 0.0 ranges are not on the HR website, but
% Tenure-Track (Asst.) NR=63.8 233 0.0 0.0 0.0 they should be listed there.
% Non-tenured 18.6 18.6 18.6 18.6
CCIPEDS Progression and inflation
Numbers/Rank 2020-21 adjustments should be made to the
Early Retires Lecturer= 11 11.0 11 11.0 base pay. Peer adjustments might
Phased Retirees 67.853 2 2.0 2 2.0 be 1 year bonusinstead, but the
Listed #Full and NR = 61 62.2 62.2 62.2 loss to uncompensated inflation
Listed # Assoc. 63.75 74 75.5 75.5 75.5 means ongoing adjustments are
Listed # Asst. 55 56.1 56.1 56.1 needed to keep up with peers and
Listed # Lecturers (already in pool w/ benefits) 12 12.2 12.2 12.2 with inflation. Thisisalso why 41
Est.d 1 yr Visitors, Rileys, etc. (already covered) 21 21.4 214 21.4 instead of 35 years are needed
(Block visitors are not in this pool) to reach 2X thestarting salary by the
Total (Average) Salaries 24,485,729 27,421,539 27,952,529 28,281,238 time someoneretires.
Given & Estimated (4% increase) Budget Pools 24,984,543 25,983,925 25,983,925 25,983,925
Difference (surplusin salaries) 498,814 -1,437,614 -1,968,604 -2,297,313(Ca. 1/3 of thisisjust bringing up the Lecturers.
Benefits (w/o Prop-118) 7,835,433 8,774,892 8,944,809 9,049,996 | (If they get $75K now, this deficit is smaller.)
Prop-118 at 0.9% of salaries |(tax starts 1/1/2023;1/2 yr= 110,186 246,794 251,573 254,531 |Prop-118 =0.9%, 1/2 paid by CC, 1/2 by employee
Fac. Budget |Fac.Budget Fac.Budget Fac. Budget (What is shown is the full 0.9%)
Total budget (with Lecturers and 1 Yr Visitors) 32,431,349 36,443,225 37,148,911 37,585,765 | (Replacement people will likely add to the cost.)
This section just shows the Lecturer and Visitors separately. They are already included in the summations above, as they seemed to be included already in last year's budget.
Total for next year's Lecturers and 1-Yr Visitors 2,786,139 2,840,214 2,873,689
Estimate for Current year 2,201,364 2,201,364 2,201,364 2,201,364
Estimated current year benefits at 32% 704,436 704,436 704,436 704,436
Estimated additional salary needed to bring them up to peer group levels 584,775 638,850 672,325
Additional Benefitsincluding Prop-118 at 32.9% total. 192,391 210,182 221,195
Total additional budget needed to bring up to peers (w/ benefits 777,166 849,032 893,520 (Thisis $360K lower if they are already at $75K)
Total estimate if Lecturers and Visitors are NOT in the Faculty salary pool above 3,496,916 3,550,990 3,584,465

NB: Everything here is from estimates and data already been made public internally to CC, though not to the wider public beyond the college. Please respect these limitations.
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COMPARISONS WITH PEERS-BENEFITS

Comparison of benefits to all I1B (Baccalaureate) colleges
Retirement (% of Salary) In 2021-22, the 10.2% was at the 75th percentile compared to all Baccalaurete colleges
Retirement in 2020-2021 (as a % of Salaries) fell to 5.1% in the fall, giving 7.5% for the year, compared to the peer group meanand median= 6.82 8.90

Medical (% of Salary) In 2021-22, the 10.9% was at the 27th percentile compared to all Baccalaurete colleges
Prop-118 adds 0.8% to family, medical, and parental leave benefits. It will probably be listed as a 0.8% increase in medical benefits reported to the AAUP,
A 0.8% increase in medical benefits to 11.7% in 2024 will equal or exceed the projected all-college (11%) and comparison group (11.5%) averages.
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To: Compensation Committ
From: AAUP Executive
Date: November 3,
Re: AAUP Compensation Recommendations

AAUP Executive is honored to be asked to submit a recommendation on faculty salaries for the upcoming
year. Nate Bower is serving as the emeriti member of the Compensation Committee and is also representing
the AAUP. He has agreed to submit a document that will also serve as the AAUP’s formal analysis for this
calendar year. Thus, we concur with Professor Bower’s analysis and accept it as the AAUP’s own
recommendations.

However, the AAUP would like to lodge a few points relevant to faculty compensation that go beyond an
analysis of salaries.

First and foremost, it is evident in Professor Bower’s data that non-tenure track faculty are significantly below
the pay scales, not only of other faculty at Colorado College, but also relative to our peer institutions. This
appears to have been true for at least the last eight years. We encourage the compensation committee to
rectify this circumstance not only for pay equity reasons, but to make sure that contingent faculty don’t
become a way for management to fill out instructional staffing by using underpaid temporary staff. If
contingent faculty are paid lower wages than regular tenure-track faculty, it provides an economic incentive
for the college to use them when tenure-track staffing does not meet instructional needs.

Related to the use of contingent faculty, the AAUP has become increasingly concerned with the treatment of
contingent faculty in relation to the college’s three-year rule (Faculty Handbook: Part Two, IX.D-Ful/-time
Faculty Replacements):

One-year appointments may be extended no more than three times; a visiting professor may thus teach at
Colorado College for no more than four years.

While this rule was initially instituted to prevent management from filling the ranks of faculty with those with
non-tenure status, it has come to the attention of the AAUP that the rule, as it is currently applied, is used to
force contingent faculty from full-time employment, even as their teaching expertise is still needed within the
curriculum.  Such practices are unfair and corrosive to our profession and collegiality. The AAUP asks that
the faculty and the college revisit this policy with an eye toward not using the three-year rule as a pretext for
terminating full-time employment for replacement faculty, but instead expanding the tenure-track faculty
where evident curricular need demands.

The question of local cost of living effect on the net salaries of faculty and staff has been an increasing
concern. Within our approved peer institutions comparisons, CC is very close to the average for local
standards for housing and utilities as estimated by the IRS. And so, on the surface these concerns are
probably best understood as concerns about the broader increase in inflation nationwide over the last year.
That said, without a proper inflation adjustment on a yearly basis, CC employees are likely to fall behind in
their compensation.

A number of the questions that we raise above might be better answered if we had more access to the data.
We note that the faculty still do not have access to data on faculty salaries at a level of disaggregation—that is,
on the level of individuals. Management only reports group averages at best. Without disaggregated data, the
faculty cannot be sure of the effects by gender, race, seniority, contingent status or division; we only know
what we ate told or can determine via public means. In the past, a member of the faculty was given access to
such data and so could look at these effects and give a definitive representation of their overall contribution
to faculty salaries. We suggest that the faculty once again, in the spirit of transparency, ask management to







provide a senior member of the faculty with this data, names withheld, so that we can test the effects of
relevant variables.

Related to the previous point, the use of mean values to express a rank’s central tendency may no longer be
appropriate for aggregating their salaries. An average should theoretically work for Assistant and Associate
levels because those ranks have well delineated boundaries in terms of years of service—or at least, used to.
And so, in a relatively large faculty, the mean and the median should, theoretically, be about the same for
those ranks. Because there is no theoretical limit to service in the Full rank, outliers in years of service will
“pull” the average up and thus that measure of central tendency will potentially overestimate compensation
for faculty of that rank—potentially exacerbating the underpayment in the Full rank. It turns out that
because a number of faculty have forgone promotion reviews during the pandemic, this skewing effect may
now also be taking place in Assistant and Associate ranks. However, without disaggregated data, we cannot
be sure of the extent of the mean skewing of data and so need better disambiguated data.

Finally, the discussions concerning the underfunding of the academic enterprise should not be conflated with
the question of faculty salaries. While faculty salaries make up a large part of the budget for the academic side
of the college, the question of what the appropriate funding level is for the instructional side of the budget is
a structural issue and not necessarily related to the faculty pay structure.
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provide a senior member of the faculty with this data, names withheld, so that we can test the effects of
relevant variables.
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levels because those ranks have well delineated boundaries in terms of years of service—or at least, used to.
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be sure of the extent of the mean skewing of data and so need better disambiguated data.
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the question of faculty salaries. While faculty salaries make up a large part of the budget for the academic side
of the college, the question of what the appropriate funding level is for the instructional side of the budget is
a structural issue and not necessarily related to the faculty pay structure.
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