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ARTICLE [x]. Compensation 1 
 2 
Purpose. 3 
The compensation article will detail the guidelines and procedures for the provision of salaries and 4 
specific non-salary benefits provided by the Employer to members of the Association.  This article 5 
will dictate the procedures for identification of subgroups within the association, appropriate 6 
comparators and calculations for base salary for each subgroup, and provide tables of salaries based 7 
on years of service at each rank within each of the groups in order to avoid wage compression.  8 
Furthermore, this article will detail adjustments and additions to base salary for the provision of 9 
additional education or training as well as additional compensation for overload and online 10 
instruction as well as potential merit based adjustments.  Finally, areas in the form of unique salary 11 
and non-salary compensation such as family medical leave, sabbatical, vacation, health and dental 12 
will be addressed as well.  13 
 14 
Section 1. Association Subsets for Comparator Analysis 15 
Due to the unique and diverse makeup of Oregon Institute of Technology, there is no individual 16 
group of comparators that would enable a direct comparison of salaries and non-salary benefits for 17 
the purposes of salary identification.  Rather, a partitioning of faculty, each subset with their own 18 
comparison group, would better serve this purpose. 19 
 20 
Subset 1. Engineering, Technology, and Mathematics 21 
Faculty members of departments included in this group include all departments under the college of 22 
ETM (Engineering, Technology, and Management) except for the management department.  Due to 23 
the type and applied nature of the mathematics courses, degree programs, and required expertise of 24 
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For faculty subsets excluding library faculty, disciplinary codes (CIP) are assigned based on their 47 
academic department/assignment.  Departmental comparisons for salary calculation are dependent 48 
on the assigned CIP codes.  The Classification of Instructional Program (CIP) codes provide a 49 
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 2.  Selectivity (10% of total score): 71 
  a.)  Composite of SAT/ACT Midpoint Percentile 72 
 3.  Resources (15% of total score): 73 
  a.)  Total Expenditures per FTE student 74 
  b.)  Total Expenditures per Degree Awarded 75 
   c.)  Endowment per FTE Student 76 
 4.)  Institutional Characteristics (15% of total score): 77 
  a.  Percent of Degrees/Awards less than Bachelor’s 78 
   b.  Percent of Degrees/Awards greater than Bachelor’s 79 
  c.  Instruction Expenditure as percent of Instruction/Research/Public Service 80 
 5.)  Program Offerings (50% of total score) 81 
  a.)  Percent of Bachelor Degrees in CIP 14 82 
  b.)  Percent of Bachelor Degrees in CIP 15 83 
  c.)  Percent of Bachelor Degrees in CIP 27 and 30 84 
  d.)  Number of Bachelor Degrees in CIP 14 85 
  e.)  Number of Bachelor Degrees in CIP 15 86 
  f.)  Number of Bachelor Degrees in CIP 27 and 30 87 
 88 
Subsection 2:  Management 89 
Comparator Group:  Using Data from IPEDS, a comparator group will be based on the top 50 90 
institutions identified from the following weighted categories: 91 
 1.  Size (10% of total score): 92 
  a.)  Total Expenditure (excluding Capital Outlays 93 
  b.)  Estimated Total FTE Enrollment 94 
 2.  Selectivity (10% of total score): 95 
  a.)  Composite of SAT/ACT Midpoint Percentile 96 
 3.  Resources (15% of total score): 97 
  a.)  Total Expenditures per FTE student 98 
  b.)  Total Expenditures per Degree Awarded 99 
   c.)  Endowment per FTE Student 100 
 4.)  Institutional Characteristics (15% of total score): 101 
  a.)  Percent of Degrees/Awards less than Bachelor’s 102 
   b.)  Percent of Degrees/Awards greater than Bachelor’s 103 
  c.)  Instruction Expenditure as percent of Instruction/Research/Public Service 104 
 5.)  Program Offerings (50% of total score) 105 
  a.)  Percent of Bachelor Degrees in CIP 52 106 
  d.)  Number of Bachelor Degrees in CIP 52 107 
 108 
Subsection 3:  Health, Arts, and Sciences 109 
Comparator Group:  Using Data from IPEDS, a comparator group will be based on the top 50 110 
institutions identified from the following weighted categories: 111 
 1.  Size (10% of total score): 112 
  a.)  Total Expenditure (excluding Capital Outlays 113 
  b.)  Estimated Total FTE Enrollment 114 
 2.  Selectivity (10% of total score): 115 
  a.)  Composite of SAT/ACT Midpoint Percentile 116 
 3.  Resources (15% of total score): 117 
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  a.)  Total Expenditures per FTE student 118 
  b.)  Total Expenditures per Degree Awarded 119 
   c.)  Endowment per FTE Student 120 
 4.)  Institutional Characteristics (15% of total score): 121 
  a.)  Percent of Degrees/Awards less than Bachelor’s 122 
   b.)  Percent of Degrees/Awards greater than Bachelor’s 123 
  c.)  Instruction Expenditure as percent of Instruction/Research/Public Service 124 
 5.)  Program Offerings (50% of total score) 125 
  a.)  Percent of Bachelor Degrees in CIP 9  (3% of weighting) 126 
  b.)  Percent of Bachelor Degrees in CIP 26  (3% of weighting) 127 
  c.)  Percent of Bachelor Degrees in CIP 42  (6% of weighting) 128 
  d.)  Percent of Bachelor Degrees in CIP 51  (13% of weighting) 129 
  e.)  Number of Bachelor Degrees in CIP 09  (3% of weighting) 130 
  f.)  Number of Bachelor Degrees in CIP 26   (3% of weighting) 131 
  g.)  Number of Bachelor Degrees in CIP 42   (6% of weighting) 132 
  h.)  Number of Bachelor Degrees in CIP 51   (15% of weighting) 133 
 134 
Subsection 4:  Library Faculty 135 
As the standard CUPA data that will be used to retrieve faculty salaries describes faculty teaching in 136 
library sciences rather than functioning as professional librarians, a composite list will be formed 137 
from the previous lists and a different data source used to determine library position salaries. 138 
  139 

1.)  The composite list shall be composed of the first twenty (20) schools from subsection 1 140 
(Engineering, Technology, and Mathematics), twenty (2) schools from subsection 3 (Health, Arts, 141 
and Science), and ten schools from subsection 2 (Management). 142 
  143 

2.)  Library salaries for comparison will need to be pulled from the Data on Demand CUPA 144 
professional survey.  To identify the appropriate job descriptions, meetings were conducted with the 145 
librarian group to determine their job descriptions.  As discussed at this meeting, all librarians are 146 
responsible for general librarian services, while about 50% of each of their time is spent on one or 147 
two areas of specialty.  Once the job duties were identified, the matching CUPA positions were 148 
selected as a data source for the Librarian Study. 149 
 150 

Library Position Code/Title 
[402020]  Librarian - Head of Technical 
[402030]  Librarian - Head of Public 
[402040]  Librarian - Head of Cataloging 
[402050]  Librarian - Head of Collection 
[402060]  Librarian - Head of Special 
[402065]  Librarian - Systems/Digital 
[402170]  Librarian - Head of Reference 

 151 
Subsection 5:  Maintenance and Transparency 152 
 a.)  Comparators will be re-calculated once every negotiation period and when any major 153 
shift happens (for example, changing Carnegie classification or other major component of the 154 
weighting where comparators are determined.) 155 
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 249 
Salary adjustments for retention or equity will be made to the base salary by changing the “step” of 250 
the faculty member(s) on the salary tables within this Article.  Record of the reasons for the step 251 
change will be reflected in the faculty personnel files and within the Office of Human Resources 252 
database system so that results of compensation analysis for equity and potential discrimination will 253 
not be biased due to loss of this information. 254 
 255 
Section 9.   Stipends 256 
Stipends shall be compensated and recorded separately from base salary and never included within 257 
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that campus and will be paid out for 12-months for all faculty regardless of the faculty’s contract 295 
duration.  296 
 297 
Section 13. Payment of Salary 298 
Members of the Association may opt to be paid in 9 or 12 equal monthly installments consistent 299 
with IRS regulations.  Salary shall be paid by direct deposit except in the case of emergency or unless 300 
another method of payment is required by law.  Pay for yearly overload shall be added to the 301 
member’s payment in June paycheck. Corrections to monthly salary paychecks shall be implemented 302 
as soon as possible, but no more than 30 days from a faculty’s notification to the Office of Human 303 
Resources of payment errors. Payment options shall be agreed to with the affected faculty.  304 
 305 
Section 14. Additional Initial CBA Salary Topics 306 
The 2019-2020 CBA is the first negotiation period with the Association and the Employer.  As such, 307 
individual adjustments and calculations must be included within this documentation. 308 
 309 
A. Geographic Adjustment Normalization 310 
Faculty at the Wilsonville campus were presented with differing contractual implementation of the 311 
geographic stipend model when first implemented.  For some, this stipend was added to base salary, 312 
others had it added as a “stipend,” and still others did not receive the stipend adjustment at all.  313 
These NEED to be fixed.  All faculty receiving a metro campus stipend will have the stipend 314 
separated from their base salary and included under a “stipend” category.  Faculty who do not 315 
currently get this stipend will be awarded the metro location stipend. 316 
 317 
B. Non-regression of Wages 318 
For faculty members whose current wages exceed those provided within the tables, no downward 319 
adjustment of wages shall take place.   320 


