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FACULTY RETENTION

e universities are proactive in retention efforts and bringing new faculty into the institutio
te some negative consequences, such as the reallocation of limited resources for salari
me faculty and instructional faculty who are not tenured/tenure-track to meet the growth in

oblem that results from having limited salary dollars when hiring new employees (who o
ve rates), is properly addressing salary equity (both in terms of salary compression and
retain key faculty.

LOSS OF TALENTED
FACULTY

SUBSTANTIAL LOSS OF
RESEARCH FUNDING

STAFF SALARIES

aff salaries continue to lag market rates. Annual market movement has averaged around
is expected to continue at the range into 2017.

enrolled in the Arizona State Retirement System have seen their employee contribution
ver the years, from 2% in FY 2003 to 11.34% in FY 2017. These employee contribution
reductions to an employee’s net pay. The additional costs to fully fund the ASRS cont
alaries.




STAFF SALARIES

Although Inflation has remained relatively low, averag-
ing less than 2.0 percent since 2010, the effects of inflation
erode the real value of an employee’s salary. Each time
prices increase, an employee’s wage loses some of its
value. This coupled with increases in the ASRS contribu-
tion rate, further reduces from the competitiveness of sala-

:_les offered to staff employees at Arizona’s public universi- EV17 Fvyi8
I€s. ASU 27.6% 11.6%
The following table reflects the percentage increases NAU 20.0% 21.4%
r?](iq\lljérre(iit f%rnzvtir:%eB%taRffoif?éaenes to reach market at each UA e 26.8%
u sity ’ ABOR 2.4% 3.2%
FY17 FY18
ASU 24.5% 15.2%

NAU

STAFF TURNOVER

When staff turnover increases, losing the human re-
sources that are essential to the operation and success
of the institutions creates reductions in productivity, the
potential for diminished services, and stalls important
institutional initiatives.

Each time a staff member leaves, the universities are
faced with the advertising, interviewing, and training
costs associated with hiring a new employee. The cost
of turnover is generally estimated at one to two times
the salary of a departing employee. When a position
is left unfilled, it puts additional stresses on existing
employees, already asked to do more as a result of
increased demands and fewer personnel resources,
and often at lower than competitive salaries. This cy-
cle can exacerbate turnover and the universities’




