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3 Policy 11.B: Faculty Salary*
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5 11.B.1 SalaryPrineiplesintroduction
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9 (A} Introduction
10
11 The university recognizes the vital importance of its faculty to the mission of the University
12 of Colorado Teachlnq students is one fundamental purpose of the umversﬂvand%h&need%e
13 , m : 3 ainta apacity-to-3 .
14 |t is faculty
15 members who provide that mstructlon The faculty convey the Iatest mformatlon and
16 techniques to students so that eur-graduates can be educated citizens and locally, nationally,
17 and internationally competitive. Generating new knowledge is a/ second fundamental
18 purpose of the university-is-to; it is-generate-new-knowledge+ faculty members who define
19 the cutting edge of their fields of knowledge through their scholarly/creative work, which

| 20 also strengthens the education of their students. Faculty members also contribute to the

21 university’s well-being, mission, and operations through shared governance and leadership
22 and service to the institution and the community. [A-glessary-ef-salary-terminelogy-is
23 located at the end of this policy. ]
24
25 The university recognizes the central role of the faculty in maintaining and furthering its
26 mission by investing resources in them including resources to support their salaries. This
27 policy is focused on key faculty salary principles and processes, with additional details
28 articulated in administrative policy statements and campus policies.
29
30 {B)Principles
31
32 Faculty salary (a portion of total compensation) is a major factor in attracting, retaining, and
33 rewarding highly qualified faculty and maintainingseeuring-the quality efthe-university’s
34 academic programs_(see Regent Policy 10E — Compensation Principles). —Fherefore-the
35 salary-needs-of-the-faculty-will-1t shall be a high-priority element-of-in annual budgetary
36 planning each fiscal year. (Note: Compensation in addition to salary is determined at the
37 st tosobanddscoserbodipBogost Relb e MR Bonodss
38
39 ——The university is committed to identifying and remedying unlawful pay inequities.
40 —



https://www.cu.edu/regents/forms/regent-laws-and-policies-review-feedback-form
https://www.cu.edu/regents/policy/10
https://www.cu.edu/regents

FEEDBACK

41 Each campus shall have a policy or mechanism for periodic review of salary structure for
42 inequities.

43

44

45  11.B.2 Annual Salary Adjustments®

46

47 (A) Annual adjustments to an individual’s salary may be the result of:

48

49 (1) the annual base-building merit evaluation process;

50 (2) other base-building adjustments, for example, to address market, career merit

51 inequities, salary equity, promotion, or institutional priorities; and/or

52 (3) non-base building adjustments.

53

54 (B) Each campus shall develop a plan for allocation of the annual salary pool to

55 schools/colleges and other academic and administrative units.

56

57 (1) The campus plan shall not include salary recommendations for individual faculty.
58 (2) The administration shall provide the campus faculty assembly with the

59 opportunity to review the campus plan for allocating the salary pool.

60

61 (C) Based on the dean’s authority and responsibilities as the principal academic and

62 administrative officer of a school or college (see Regent Policy 4.A — Administration and
63 Governance of Academic Units), the dean determines the salary pool allocation to

64 primary units within a school or college.

65

66 .".._._'...3_9....-. .-.V.Ag ...... o enure—-o an

67 Frack-Faculty—Notwithstanding any other term or provision of this policy, the the

68 chancellors of each campus is have-Hmited-authorizedty to negetiateapprove a-salary

69 inerease-as-apart-ef an-apprevedindividual retirement incentive agreements for a-tenure
70 or-tenure-trackeligible faculty on the chancellor’s campus-member. -See Administrative
71 Policy Statement 5016 — Faculty Retirement Agreements.

72 —

73

74

75 . - .

76 @) !ulElltSllEl.” be El'e.p'e“. athing Iaets_n #-all-recommended salal_y

77 " cases: Detennmatle_ns. of |ne||_t shall be_lnael_e by-a-collegial-and
78 een_nsultauue Process within E.l'e PHmary H'."t usn_ng_eleeuly_ .
79 aglltlerulatle_d stlandal Fds elz“'e'.'tl al'.'d e|’|_|ple|§|||_|g existing P ""la'y WAl
80

81 By Salary increments shall be used to reward merit defined in terms of
82 systematic, comparative evaluations of teaching and learning

83 facilitation, scholarly/creative work, clinical and/or professional
84 practee—whererelevant—andeadership-and-sepvice—A-unit-head

! Salary adjustment may be an increase or a decrease in salary.
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11.B.32 Determining Annual Salary-Peolicy

Salary Adjustments

A faculty member’s total base salary adjustment shall include the annual merit-based salary
adjustment, and any additional base-building salary adjustments to address market, career merit
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inequities, salary equity, promotion, and institutional priorities. A faculty member may also
receive non-base building adjustments in certain circumstances.

Four steps are discussed below: determining the annual merit score of each faculty member;
determining the merit-based, base-building salary adjustments; determining additional base-
building salary adjustments; and finally, determining any non-base-building salary adjustments.

As part of the annual salary process, each faculty member shall have access to a copy of their
salary recommendations from all administrative levels.

(A)—Annual Merit Evaluation

(1) Activities and expectations for teaching, scholarly/creative work, leadership and service,
and where applicable, other categories specific to the unit (e.g., clinical activity
librarianship) vary widely across and within primary units. For this reason, the unit level
annual evaluation process should reasonably include both objective and subjective
professional judgments. Reducing the inherent complexity of faculty activities to a strict
formula is discouraged.

(2) Determinations of annual merit-based salary adjustments shall be made based on primary
unit processes that are clearly articulated in a written document.

(a) The faculty of the primary unit shall develop, in consultation with the chair, dean, and
the provost, a process for annual merit evaluation. As described in Regent Policy
5.C.4(B), faculty evaluations shall be based on peer review, with exceptions at the
Anschutz Medical Campus. The annual merit evaluation process shall be made
known to all faculty members within a unit.

(b) The primary unit annual merit evaluation process shall consider teaching,
scholarly/creative work, leadership and service, and where applicable, other
categories specific to the unit (e.g., clinical activity, librarianship). The primary unit
evaluation process shall lead to a determination of performance in each category. The
annual merit evaluation process shall consider the individual’s agreed upon workload
for the evaluation year. The overall annual merit score shall be the weighted
combination, based on workload, of the individual category scores.

(c) Each primary unit shall have a mechanism that captures a uniform set of parameters
for annual activities in teaching, scholarly/creative work, leadership and service, and
where applicable, other categories specific to the unit (e.g., clinical activity,
librarianship), including information from the annual Faculty Report of Professional
Activity (e.qg., faculty course questionnaire data, class size, course modality, research
expenditures, acceptance rates of publications venues, etc.). This mechanism shall be
clearly articulated in a written document that is available to all faculty members in the
unit.
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(d) In any given year, primary units may choose to evaluate parameters (e.g.,
publications) based on performance over multiple years (up to five years) to reflect
ongoing activities that may not yield measurable results in a single year. Parameters
for multiple year evaluations shall be the same as the individual year parameters.

(e) See corresponding Administrative Policy Statements 5008 - Faculty Performance
Evaluations and1009 - Multiple Means of Teaching Evaluation.

(f) The administration may review the performance scores produced by the faculty
process to evaluate, as appropriate, intra- and inter-unit consistency.

(B) Annual Merit-based, Base-building Salary Adjustment

(1) Using annual merit scores, each primary unit shall have a transparent process for making
initial annual merit-based, base-building recommendations for salary adjustments.

(C) Additional Base-building Salary Adjustments

Market, career merit inequities, salary equity, promotion, and institutional priorities may lead to
additional base-building salary adjustments.
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£5-Campuses shall have a transparent process for evaluating needs and awarding salary
adjustments to address market, career merit inequities, salary equity, promotion, and
institutional priorities. The processes should also consider and address inequities arising

from these related adlustments Wmm%ala%ﬂeremen%&ar&gwen%re\mrd#}epe#emmee

(1) Based on the recommendations in Sections 11.B.3(B)(1) and 11.B.3(C), the annual base-

building salary adjustment shall be made by the primary unit to the dean who shall then
issue a recommendation to the provost and chancellor for final approval.
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(E) Additional-PayNon-base Building Adjustments:

Faculty members may be awarded non-base-building salary adjustments based on merit and in
accordance with specific criteria and quidelines approved by the campus chancellor. These salary
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adjustments may be awarded for no more than one academic year at a time; however, they may
be renewed in subsequent years.

{E)Faculty who perform work outside their regular duties or at a substantially higher level
than their regular assignment may be awarded a non-base-building salary supplement.
This may include teaching or other work beyond the faculty members’ standard

assmnment and IS not assomated with a dlfferentlated workload lHeFeeegm%eelJehatem

non- base bU|Id|nq al admlnlstratlve salarv supplement H—BGHd—WIth written-approval by the

dean and, as may be required, -by

the provost, chancellor, or president.

——Faculty who have received an a

10
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(3) Fellowships, Grantsand - Awards. Faculty fellowships-and-grantspproved monetary,-and
recognition orand achievement awards eenstitute-otherforms-efmay be issued a non-

base-building salary supplement-additionalpay.
G

11.B.4 Appeal Processes

(A) Faculty members who are not satisfied with their annual merit evaluation rating may
request a peer review based on primary unit or school/college procedures. See
Administrative Policy Statement 5008 — Faculty Performance Evaluations.

(B) Faculty members who are not satisfied with their annual salary have the right to appeal
through campus defined administrative processes and to seek a review of that appeal.

11
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(C) For any perceived violations of academic freedom or academic rights, including those
that may be associated with a salary appeal, a grievance to the Faculty Senate Grievance
Committee (FSGC) may be filed in accordance with Regent Policy 5.G (See Regent
Policy 5.G.1.C).

*At the Anschutz Medical Campus, faculty covered by alternative faculty compensation plans
shall follow the requirements of those plans. Such plans may include terms and procedures that
differ from those contained in this Regent policy. In addition, processes for salary pool
allocations and annual faculty evaluation at the Anschutz Medical Campus may vary from those
described in this policy.

GEOSSARY-EXPLANATION OF TERMS FORTHEUNIVERSHY-OF-COLORADOS
SAEARY-POLICY FORFACULTYUSED IN REGENT POLICY 11B

Merit

Merit is the prevailing factor in all salary increases at the University of Colorado. Peer evaluation
of faculty performance in the areas of teaching, scholarly/creative work, and leadership and
service, and where applicable, other categories specific to the unit (e.g., clinical activity,
librarianship) forms the basis for merit increases. Salary adjustments or increases that take into
account market, career merit inequities, salary equity, promotion, or institutional priorities must
be simultaneously based on merit.

Additional Pay

Career Merit

—Year-to-year variations in the
amount of funds in the available salary pool as well as the timing of faculty productivity can lead
to salary inequities over time. -Evaluations using career merit allow a unit to remedy any
inadvertent discrepancies caused by the vicissitudes of budgets and timing of productivity.

Market Adjustmentsinrerements

12
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Market inerements-adjustments are inereases-salary adjustmentsin-salaries given to the primary

unit to match significant competitive changes in the salary available to members of a particular
discipline or specialty at comparable institutions.

Primary Unit

Salary Equity
The university is committed to salary equity for all members of the faculty and follows a practice
of periodic equity reviews of salary profiles to compare

in the primary unit.

13
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570  Salary Pool
71  The term salary pool, approved annually by the Board of Regents, supports both annual merit
72 evaluation-based salary adjustments and adjustments for market, career merit inequities, salary
73 equity, promotion, and institutional priorities. refersto-the-maximum-averagepercentage
74 inerease-n-satary-approved-by-the Beard-of Regents.

575

76

7

78

79

80
581
582  History:
583 e Adopted: May 19, 2009,
584 o Replaces and incorporates the provisions of Regent Policy 11.F.2: Compensation
585 Principles and Policy for Faculty and Glossary,
586 o Replaces and incorporates the provisions of Regent Policy 11.F.2: Addendum to
587 Compensation Principles and Policy for Faculty,
588 o Replaces and incorporates the provision of additional pay for extra work contained in
589 Regent Policy 5.D Additional Remuneration For Extra Work,
590 o Incorporates the provision for faculty salary computation for a faculty member ending an
591 administrator appointment and returning to a faculty appointment contained in Regent
592 Policy 3.1: Compensation for Administrative Officers Returning to AY Faculty Positions.
593 e Revised: April 29, 2014; April 17, 2015 (the term “officer and exempt professional” was
594 replaced with the term “university staff”’); February 10, 2022 - revised for changes related to
595 the Colorado Equal Pay for Equal Work Act and made retroactive to January 1, 2021; May 9,
596 2022 - administrative change made to address faculty grievance language by adding updated
597 language that was removed from regent policy 10.E.
598 e Last Reviewed: April 29, 2014.
599
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