
BOARD OF REGENTS 

STATE OF IOWA 

AGENDA ITEM 3e 

APRIL 20-21, 2016 

Contact:  Andrea Anania  

COMPREHENSIVE HUMAN RESOURCES REPORT 

Action Requested:  Receive the report. 

Executive Summary:  This report combines a number of individual annual governance reports:  
Regent Merit System, Sick and Vacation Leave, Fringe Benefits, Retirement Report, Salary Report, 
Faculty Salary Comparisons, and Employee Award Programs.  Each component of the report is 
summarized below. 

Additional details 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  http://www.regents.iowa.gov/Meetings/DocketMemos/16Memos/April2016/ComprehensiveHRReportApril2016.pdf 

Regent Merit System – FY 2015 

As of June 30, 2015, there were 6,685 employees in the Regent Merit System.  Approximately 95% 
of these employees are in AFSCME bargaining units (Blue Collar, Security, Technical and Clerical, 
and Educational).  The remaining employees are either supervisory or designated as confidential as 
per Iowa Code, Chapter 20.   

In the merit system, minority employees make up 13% at SUI, 6% at ISU, 8% at UNI, 7% at ISD,  
and 6% at IBSSS.   

Of the transfers during the year, 284 were contract transfers pursuant to the AFSCME collective 
bargaining agreement.  There were 758 original entry appointments, 474 resignations,  
232 retirements, 9 layoffs, and 62 dismissals for cause. 

Overall, average FY 2015 salary for merit system employees at the five institutions was $42,363. 

In accordance with the Iowa Administrative Code, 152 requests for classification review were filed.  
Of those, 127 requests resulted in reclassifications to different classifications and 114 resulted in 
classifications to higher pay grades.   

Sick and Vacation Leave – FY 2015 

Sick Leave 
Permanent employees of the Board of Regents earn 1½ days of sick leave per month (Iowa Code 
§70A.1[4]).  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 university employees used 191,700 days of sick leave in FY 2015 at a cost of nearly  
$43.7 million.  Average usage per university employee was 7.1 days.  Average usage in FY 2014 was 
7.2 days.  Average usage for faculty was 2.0 days; P&S – 7.2 days; and Merit – 10.7 days.  Total usage 
at the special schools was 1,598 days at a cost of $393,951.  The average usage was 8.0 days. 

Vacation Leave 
Employees in the Regent Merit System earn vacation leave based on years of service  
(Iowa Code §70A.1[2]):  (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. 

Average vacation use per university employee was 16.6 days in FY 2015.  FY 2014 average was 
17.8 days.  Average usage at the special schools was 13.9 days. 

In addition to vacation leave, state employees (including Regent employees) receive nine paid 
holidays plus two unscheduled days which are accrued as vacation. 

http://www.regents.iowa.gov/Meetings/DocketMemos/16Memos/April2016/ComprehensiveHRReportApril2016.pdf
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Fringe Benefits – FY 2015 

The Regent institutions spent $598.0 million for insurance and retirement programs for faculty and 
staff during FY 2015.  Institutional costs for fringe benefits as a percent of payroll were:   
SUI - 30.0%; ISU - 32.6%; UNI - 36.3%; ISD - 39.7%; and IBSSS - 41.0%. 

Social Security and Medicare 
Employees of the Board of Regents are covered by Social Security and Medicare.  Social Security 
contribution is 6.2% for the employer and 6.2% for the employee with a calendar year 2015 salary 
maximum of $118,500.  Medicare contribution is 1.45% on all salary.  The salary maximum for social 
security contributions remained at $118,500 in calendar year 2016.  In FY 2015, the institutions 
contributed $133.3 million to Social Security and Medicare. 

IPERS and TIAA-CREF 
Employees may elect to participate either in IPERS (a defined benefit program) or TIAA-CREF  
(a defined contribution program) or a qualified substitute.  About 38 employees at ISU are covered by 
federal retirement.  Approximately 24,138 employees participate in TIAA-CREF and 5,830 in IPERS.   
At the universities historically, the employer contribution to TIAA-CREF is 10%, and the employee 
contribution is 5%.  Contributions to TIAA-CREF at the special schools are at the IPERS rates, which 
are 8.93% (employer) and 5.95% (employee.)  In FY 2015, the institutions contributed $157.0 million 
to TIAA-CREF and $11.8 million to IPERS. 

Other Benefits 
Each university offers health and dental insurance programs for its faculty, P&S staff, and 
nonorganized merit staff.  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 2015 was $248.6 million 
and $15.1 million for dental insurance. 

The institutions also provide employees with life insurance, accidental death and dismemberment, 
and long term disability insurance. 

Retirement Report – FY 2015 

Regular Retirement 
During FY 2015, 661 faculty and staff left the institutions through regular retirement. 

Phased Retirement 
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 institutional administration, faculty and staff may request 
participation in phased retirement at age 57 with at least 15 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, except for FICA, IPERS and Federal 
Retirement, are paid as if the employee were full time.  The current phased retirement program 
expires on June 30, 2017.   

There were 82 new participants in phased retirement in FY 2015 with a total of 165 currently active.  
A total of 1,294 faculty and staff have participated in the program since its inception in 1982.  

The cost of phased retirement incentives was $3.5 million.  Approximately $9.7 million was released 
through operation of the phased retirement program.  These funds were used in a variety of ways at 
the institutions with most going toward either replacement personnel or reallocations to fund other 
areas of need. 
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Salary Report – FY 2016 

The information provided in the salary component of this report details salary increases and average 
salaries for the current fiscal year (FY 2016). 

Average salary increases for faculty, P&S and merit staff for FY 2016 are as follows: 

  

Faculty  

 

P&S 

 

Merit 

SUI 1.9% 2.4%* 4.6% 

ISU 1.3% 1.2% 3.9% 

UNI 2.5% 1.3% 3.5% 

ISD 1.6% 1.6% 3.3% 

IBSSS 3.3% 1.0% 3.6% 

 * Excludes SEIU; SEIU average increase was 2.7%. 

Faculty Salary Comparisons 

Attachment A 
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 are public 
universities in Minnesota, Illinois, Indiana, Ohio, Arizona, California, Michigan, North Carolina, Texas, 
and Wisconsin. 

Attachments B and C 
In order to get a broader comparison for faculty salaries, the ISU and SUI groups were expanded to 
include 56 AAU institutions in the AAU Data Exchange (AAUDE). 

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.  

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”. 

Attachments E and F 
Compares average salaries as a percent of the respective peer group averages. 

Attachment G 
Provides a comparison of average faculty salary increases within the peer groups for the past five 
years. 

Attachment H 
Provides a comparison of faculty total compensation within the peer groups.  

Attachment I 
Provides comparison data relating to the salaries in the University of Iowa College of Medicine.   
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Employee Award Programs – FY 2015 

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). 

Rather than consider an 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.   
The policy requires submission of a report each year on the operation of the program. 

The University of Iowa has had a fully operational program since the initial pilot.  Iowa State 
University implemented its extra-meritorious performance pay program in FY 2011. 

The following table reflects the operation of the awards programs: 

 

Eligible 

Employees 

Number of 

Awards 

Presented 

Dollar Range 

of Awards 

Average 

Dollars 

Awarded 

Total Dollars 

Awarded 

Exceptional 
Performance Awards 5,980 252 $300-$21,186 $4,668 $1,176,283 

Spot Awards 5,980 637 $50-$75 $75 $77,483 

 

 Females* Minorities* 

Percentage of Exceptional Performance Awards 74.2% 5.6% 

Percentage of Spot Awards 63.1% 4.7% 

*Note:  Females make up approximately 62.2% of eligible non-bargaining P&S staff members. Minorities 
comprise approximately 10.2% of eligible non-bargaining P&S staff members. 

H:\HR\Docket\Docket 2016\April 2016\0416_ITEM03e--Comprehensive Human Resources Report Memo.doc 
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UNIVERSITY OF IOWA 

FACULTY SALARY AS A PERCENT OF PEER AVERAGE 

FY 2015 

 

 
 
 
 

Percentiles by rank do not include the College of Dentistry. 
Peer averages are adjusted to Iowa rank distribution with the exception of the College of Law. 
 
 
Source:  Association of American Universities Data Exchange (AAUDE). 
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FY 2012 and FY 2013 Increases for UNI-United Faculty were 2.25% on July 1 and 1.25% on January of 
each fiscal year which equate to 2.9% for the year, the 3.52% represents annualization of the increases. 



 

BOARD OF REGENTS                          AGENDA ITEM 3e 

STATE OF IOWA                                   ATTACHMENT H 

 PAGE 12 

 

 
 
 



 

BOARD OF REGENTS                          AGENDA ITEM 3e 

STATE OF IOWA                                   ATTACHMENT I 

 PAGE 13 

 

 

 


