
Salary & Benefits Committee
Annual Report for 2011
Presented to Faculty Senate 12/14/2011
Committee Purpose: Monitor, review, investigate and make recommendations on salary schedules, health benefits, system/campus benefits, employment policies.

Members: Kent Ervin (chair), Bill Evans, Charlene Hart, Michelle Kelley, David Sanders, Mark Simkin, Michael Simons, Pattie Swager, Mark Bennett (Senate Liaison), Amy McFarland (Executive Board Representative)
The 2011 Salary & Benefits Committee charges are listed below in italics with recommendations for Faculty Senate action in bold:

Standing Charges

1. Review Salary & Benefits Committee charges over the prior three years, and recommendations adopted by the Faculty Senate. Report on the implementation status of these recommendations.

a. Monitor the Parental Leave Policy, considering modifications to implement parts of the policy that could be implemented at no or minimal budgetary cost.
A proposed Parental Leave Policy (http://www.unr.edu/facultysenate/committees/SB0809/PLP08.pdf) and request for implementation from the Faculty Senate in 2008 was denied by the UNR administration, apparently on both policy and budgetary grounds. The Committee worked with Michelle Kelley, BCN Benefits Manager, to develop an outline of how faculty members may use their rights under the current annual and sick leave policies and the Family Medical Leave Act to accommodate various situations, including when parental leave overlaps with teaching duties over part of an academic semester. These guidelines and existing policies are attached in Appendix A. No action is required to implement these existing policies. Supervisors and faculty need to be flexible to negotiate leave timing and assigned duties to avoid the need for substitution of an instructor in the middle of an academic term, which would often be detrimental both to students and to departmental missions. The committee recommends that the parental leave guidelines [pp. 10-11] be communicated to the administration and units.
b. 
Monitor the domestic partner policy change recommendations and add further collection of information regarding the cost of various options for implementation of the Senate's formal recommendation on adding domestic partner health benefits. Also follow-up on the informal recommendations in the last report.
In December 2010, the Faculty Senate adopted the Salary & Benefits Committee’s recommendation that: “The Faculty Senate requests that the Board of Regents consider providing additional health insurance subsidies for employees in Registered Domestic Partnerships to eliminate the unequal treatment of domestic partners and married spouses by the Public Employees Benefits Program.” 
The committee found the following information on costs of implementing the same health benefits for registered Domestic Partners as for married spouses of employees. The total cost can be estimated from  the FY2011 employee-paid enrollment (five for all of NSHE), a projected increase in enrollment by a factor of five if fully subsidized (AON actuarial projection for PEBP) for a total of 25 covered individuals, and the FY2012 PEBP subsidy rates ($414/month for spouses). The resulting cost estimate is about $125K/year for all of NSHE, perhaps half that for UNR.  This cost is a very small percentage (less than 0.4%) of the total cost of health-care subsidies for NSHE employees. The cost could be met with no additional state funding if NSHE contracts with an alternative provider to PEBP at lower cost, or by spreading the premium cost among all employees with adult dependents. The overall cost is relatively small for the system, but the inequitable financial impact on the affected employees is large ($5000/year).

Because NSHE has instituted a task force to examine PEBP and broader health insurance benefits issues, now is a good time to communicate the Faculty Senate’s views on these issues.  See also the information related to charge 7 below. 

In October 2011, Senate Chair Ryfe met with Provost Hardy and President Johnson regarding the 2010 Request for Action. The Provost and President reiterated their strong support for the recommendation and promised  to follow-up. Ryfe has requested that they send the proposal forward to Chancellor Klaich.

c.
Continue monitoring Bridge Funding issues.  
Bridge funding of soft-funded positions between grant contracts is currently entirely discretionary by units or the Vice President for Research. The budget climate and administrative opposition makes funding of a bridge salary pool (like DRI’s) unlikely at this time. 
d.
Work with HR (Tim McFarling) and legal counsel (Mary Dugan) to determine the outcome regarding overload benefits. 

In 2009, the Faculty Senate approved a Request for Action asking that “faculty working on overload grants be given permission, if they so wish, to contribute the legally allowed limit of grant money to one of the ancillary retirement savings programs offered through the university.” The UNR Human Resources Office had indicated that retirement contributions on grant overload contracts were not allowed by the Retirement Plan Alternative (RPA) plan document, although a different interpretation was in practice at UNLV. Tim McFarling, Asst. Vice President for Human Resources, requested a ruling from the system. The NSHE system office issued a system-wide policy requiring that mandatory RPA and PERS contributions (employer and employee) be paid on full-time summer contracts for Type B faculty, both grant-funded research and teaching, if the work is an extension of the individual’s regular academic-year duties. The June 2011 memo from Vice Chancellor Bart Patterson on the new policy is attached as Appendix B. This is a broader application of the retirement benefit on overloads than anticipated in original Request for Action. Implementation at UNR is expected by summer 2012, for which UNR’s Human Resources department is preparing policies and procedures. 
2. Make recommendations on the future status, organization, structure, and charges of the Salary & Benefits Committee. Consider whether the committee is necessary and effective, and how could it be improved.

No changes in committee structure are recommended. The current calendar-year schedule for the committee charges and report has the disadvantage that momentum tends to be lost over the summer break.
The Salary & Benefits Committee requests consideration of the following charges for 2012:

(a) Continued monitoring of the status or implementation of charges 1(a-d), 7, 8, and 9, with new recommendations as appropriate.
(b) An investigation and possible recommendations for how merit raises, when they are funded in the future, would account for evaluations during the past period of zero funding for merit raises. The charge would include a review of relevant Code and administrative policies, and recommendations for a formal policy. 
3. Upon request by the Executive Board, review any proposals affecting Salary & Benefits Committee objectives, and report recommendations to the Executive Board within six weeks after receipt of any request for review.

No requests were received from the Executive Board.

4. Upon request by the Executive Board, serve as a sounding board for the Executive Board for issues related to Salary & Benefits Committee charges and objectives.

No requests were received from the Executive Board.

5. Identify other campus-wide committees working on related issues, and upon approval of the Executive Board, appoint a liaison from the Salary & Benefits Committee to each. Facilitate communication, as appropriate, between these committees and the Faculty Senate, and inform the Senate as to whether these committees are duplicating efforts.

The committee’s purview of issues such as furloughs and reduction of health insurance benefits tends to be eclipsed by fast-moving actions during legislative sessions, with the lead taken by NSHE system personnel, UNR administration, Senate leadership, and NFA. NSHE has appointed a task force at the system level to investigate health insurance and other benefit issues. The Faculty Senate’s perspectives on benefits for domestic partners (2010 Request for Action) and on relative subsidization of employees and dependents (charge 7 below) should be communicated to the task force.

6. Work with HR to ensure that their website is accurate and up-to-date. Assess and monitor university practices in respect to educating faculty about the spectrum of existing benefits and advise in regards to possible improvements.

The committee reviewed the HR website. No major problems were found; minor issues were communicated to HR.
Additional Charges:

7. Continue to monitor salary equity assessment issues. Explore the ability to implement a new study that investigates whether “total compensation”, which would include benefits could further improve the accuracy and whether inequities exist on the basis of age, sex, marital status, or family status for total compensation (i.e., when employer subsidies of health and other benefits are included).  If any such inequities are found, the Salary & Benefits Committee would like to review the study and propose solutions based upon results.
Appendix C reviews these issues in detail. The primary source of economic inequities in total compensation arises from benefits polices of the Public Employees Benefits Program (PEBP). This includes premium contributions for employees with no covered dependents and non-subsidization of benefits for Domestic Partners.  Employees with no covered dependents or whose dependents are not eligible for coverage effectively subsidize the premiums of employees who have covered dependents. Other supplemental compensation includes administrative stipends. No discriminatory institutional policies were found regarding other supplemental compensation. Possible discrimination at the unit level in the offering of supplemental compensation opportunities has not been tested in past salary equity surveys, however. 
The Salary & Benefits Committee recommends that the following statement of principles regarding health care benefits be communicated to the UNR administration and the NSHE task force on benefits:

(a) A competitive, comprehensive health care benefit package is essential for the recruitment and retention of high-quality faculty employees.

(b) Health care insurance and other supplemental benefits should be structured to equalize their value for employees of various marital status and family status, including non-traditional families, to the extent feasible.

(c) Registered Domestic Partners of employees should be provided exactly the same benefits and insurance subsidies as married spouses of employees.

(d) The subsidization of 100% of the cost of a basic comprehensive health insurance plan for each employee participant should be a priority, and continued partial subsidization of dependent benefits is also a priority. 
(e) The financial impacts on all employee groups should be considered when implementing a change of benefits or subsidization. 
The Salary & Benefits Committee recommends that the issue of the impact of other forms of supplemental compensation be further monitored pending the results of the next Salary Equity Survey.
8. Continue to monitor retirement plan investment options and plan performance, in conjunction with RPAC, and report on the results of vendor reviews when they become available.
Two members of the Salary & Benefits Committee are also currently members of the NSHE Retirement Plan Advisory Committee, Kent Ervin as UNR faculty representative and Michelle Kelley as BCN Benefits Manager.  In 2010 and 2011, NSHE was able to negotiate modest reductions in expense ratios for mutual fund products from all three vendors (Fidelity, TIAA-CREF, and VALIC) and monetary concessions from the vendors to fund plan administrative expenses. A new NSHE Retirement Plan Manager  (George Dombroski, based in Las Vegas) was hired as of Fall 2010. A third-party investment and plan consultant (Hewitt EnnisKnupp) has been hired as of October 2011 to help NSHE develop a formal Investment Policy Statement (IPS) for the first time, to monitor and advise the RPAC on investment fund performance, and to consider plan design improvements. The IPS is under development and is expected to be presented to the RPAC for approval at its February 2011 meeting. Details about the NSHE Retirement Program, including official plan documents and RPAC meeting minutes, are now available on the NSHE system website: http://system.nevada.edu/Nshe/index.cfm/administration/human-resources/retirement-program/. 

9. Investigate and propose a policy for creation of a pool for advance funding of annual leave, in particular, to solve the problem of funding accumulated leave rights for employees on grant-funded contracts or clinical contracts.

The difficulties of funding annual and sick leave, especially for faculty on short-term grant contracts, was investigated. A significant funding problem arises when leave earned on one grant contract becomes payable when the employee has moved to a different contract, or when earned annual leave must be paid out upon termination. The committee met with Marsha Read (Vice President for Research) and Tom Judy (Assoc. Vice President for Business & Finance) to discuss options for a leave pool for annual leave payouts upon termination and/or for all leave. As of 6/30/2011, there was an unfunded liability to UNR employees of $18.6M for leave earned but not yet paid, with $3.1M of that related to grant contracts. It is becoming increasingly common for new type A contracts to be written with a provision that leave will be relinquished if not taken during the term of the contract, which reduces the value of the benefit to the employee, but this is not a general policy. The committee surveyed ten other institutions and found a wide variety of approaches to funding of leave pools and the covered employee and leave classes. Half have no leave pools (as with UNR), others use a fringe rate surcharge or indirect cost return funds. Some have leave pools only for grant-funded contracts. Some institutions have a leave pool only to fund termination payouts, others include leave used during employment. This is a very complex issue involving federal grant agency rules as well as payroll and leave tracking issues. There are also significant transition issues, because past unfunded leaves represent a large liability and would not be immediately fundable by a fringe surcharge on current salaries. The VPR’s consultant for negotiating UNR’s Facilities & Administration rates with federal agencies has indicated that getting a new charge approved would be very difficult. A leave pool might require legislative approval, in particular to include classified staff, whose annual and sick leave create similar funding liabilities for departments and grant projects. 
The Salary & Benefits Committee recommends that the Faculty Senate adopt the following principles and request for action:

(a) Annual leave and sick leave benefits earned by a faculty member should be retained by the faculty member while employed by the institution regardless of future changes in salary funding sources. 

(b) Liabilities for annual leave and sick leave should be funded as accrued by the source of the salary funding.
(c) The faculty member’s responsibility to document leave should be implemented on an “exception reporting” basis, rather than requiring logging of all time spent on each contract.

(d) A university task force with representation of various stakeholders should be appointed to develop a detailed policy and implementation of a leave pool system for faculty. 
(e) If required for implementation, Board of Regents approval or legislative authority should be requested for establishing a leave pool and a fringe rate surcharge to fund it.
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