3.8.12
Administrative/Professional and Instructional Faculty Compensation Actions
3.8.12.0
Purpose:  The purpose of this policy is to establish procedures that will enable the System Office and the colleges to effectively maintain and administer the Faculty Compensation Plan.

3.8.12.1
Eligibility:  This section applies to all full-time administrative, professional and instructional faculty including those in restricted positions unless designated otherwise.
3.8.12.2
Compensation Practices:

A.
Competitive Salary Offer: A competitive offer is the College/System Office counter offer made to an existing faculty member, deemed critical to the college/System Office, who has received an employment offer at a higher salary from an employer.  Generally, competitive offers should not exceed more than 15% above the faculty member’s current salary.  The College/System Office may make a counter offer if:

1.
The faculty member’s employment offer is in writing or verified by the supervisor.
2.
Consideration is given to the salaries of other faculty in similar positions with comparable educational backgrounds and experience. 

3.
The competitive salary offer does not exceed the maximum of the position range maximum for administrative/professional faculty or the academic rank range maximum for instructional faculty.
4. For competitive offers from within the VCCS, there can only be one counter offer from the current College or System Office.  The amount of the competitive offer may go up to but will not exceed the amount of the job offer.  The other College or System Office may not make a second offer in response to the current College or System office counter offer.

5.
For competitive salary offers, reporting requirements as defined in the Human Resource Delegated Authority Agreements should be adhered to.

B.
Additional Duties:
1.
Additional Duties Resulting from a Temporary Vacancy.  When additional non-instructional duties resulting from a temporary vacancy are assigned to a faculty member or divided among several faculty members, the faculty member(s) may be given a supplement of from 0 to 10%.  The supplement is not part of a faculty member’s base salary and will not be included on the Faculty Employment Contract.  In all cases, an amendment to the Faculty Employment Contract will be issued stating the base salary, the additional duties supplement and the duration of the additional duties.  This provision may not be used in lieu of the Teaching Overloads Policy, 3.8.4, the Teaching Faculty Assigned Temporary Administrative/Professional Duties Policy, 3.5.2, or the Stipend Policy, 3.8.10.  
2.
Substantial Additional Assignments.  When a substantial additional assignment or alternative work schedule is given to a faculty member, he/she may be given a supplement of from 0 to 10%.  The supplement is not part of a faculty member’s base salary and will not be included on the Faculty Employment Contract.  In all cases, an amendment to the Faculty Employment Contract will be issued stating the base salary, the additional duties supplement, the duration of the additional duties, the additional duties assignment, interim goals, and the expected outcomes.  This provision may not be used in lieu of the Teaching Overloads Policy, 3.8.4, the Teaching Faculty Assigned Temporary Administrative/Professional Duties Policy, 3.5.2, or the Stipend Policy, 3.8.10.  It may not be used to compensate faculty when they are not under their full-time contract.

C.
Acting Pay: A faculty member will be eligible for an acting pay supplement of from 0 to 15% when he/she assumes a majority of the responsibilities of a vacant position. The supplement is not part of a faculty member’s base salary and will not be included on the Faculty Employment Contract.  In all cases, an amendment to the Faculty Employment Contract will be issued stating the base salary, the acting supplement, and the duration of the acting assignment.  Interim assignments should not extend beyond one year.

D.
Internal Alignment: An increase of 0-10% may be granted to align a faculty member’s salary more closely with those of other faculty members at the same college.  
Consideration may be given to experience, educational background, similar duties and responsibilities, performance, expertise and academic rank.  Adjustments resulting from internal alignments will not exceed 10% for any faculty member in a fiscal year.  The following process should be followed for an internal alignment review.

1.
Determine the base salary by using the faculty member’s original VCCS-10 to establish the entry level salary, academic credentials and years of occupational experience.  For instructional faculty alignment reviews, faculty members must be in the same VCCS-29 columns and also be in comparable groups within the column.  For example, in Columns 3 and 4, nursing faculty would not be compared with business management faculty.

2.
The following are acceptable reasons for salary differences and must be factored into reviews:
(i)
Competitive increments offered at the time of the initial appointment

(ii)
Merit increase differentials

(iii)
Promotions

(iv)
Time in rank

E.
Non-competitive Voluntary Transfer:
1.
Within the College.  A voluntary transfer occurs when, with the college’s approval, a faculty member moves within the college from a twelve-month administrative position to a nine-month administrative or teaching position or from a nine-month administrative or teaching position to a twelve-month administrative or teaching position.
i.
The new nine-month salary will be established by calculating 75 percent of the twelve month salary.  For administrators moving to a teaching position, the academic rank should be determined using the criteria on the VCCS-29.  The nine-month salary will not exceed the academic rank maximum. 

ii.
The new twelve month salary will be established by increasing the nine-month salary by a factor of 1.3333 percent.
2.
Within the VCCS.

i. A lateral transfer is a permanent faculty assignment from one community college to another community college or the System Office under the following circumstances:

(a) There has been no open competition for the position,

(b) The positions are the same level, i.e., director level to director level,

(c) The action has the consent of both presidents, or the Chancellor in the case of the System Office.
ii. No change in faculty rank or salary shall be made.  An exception to this provision is a lateral transfer to or from Northern Virginia Community College.  The salary should be adjusted up or down by 8% in direct relationship to the VCCS-18.

F.
Competitive Transfer.

1.
A faculty move from one community college to another shall not be considered a transfer if it is the result of an open recruitment

2.
For rank and salary purposes, the faculty member will be considered a new hire and the starting salary policy will be applied.  In such cases, years of service in the VCCS are transferable for purposes of promotion, but not for reduction-in-staff decisions.

G.
Reallocation of Administrative and Professional Faculty Positions (SB) 

1.
Definition:  A reallocation is the movement of a position from one title and salary range to another based upon and to recognize a significant increase or diminution in the duties and responsibilities assigned to the position.  The reallocation shall be limited to movement from counselor, librarian, assistant coordinator, and administrative officer to coordinator level; coordinator to counselor level, librarian, assistant coordinator, and administrative officer level; coordinator to director/dean level or director/dean to coordinator and assistant coordinator level. 

2.
Procedure: A position file must be established which contains the following: 

(i)
A copy of the current position 
description. 

(ii)
A description of the gradual and substantive differences in duties and responsibilities and the reason for changing the particular duties and responsibilities.

(iii)
The new position description incorporating the gradual and substantive differences in duties and responsibilities.

(iv)
A revised organizational chart showing the reallocated position.
3.
Criteria for Reallocation.
(i)
The reallocation will not result in significant organizational changes.  A recruitment is more appropriate for these types of situations. 

(ii)
The position has assumed the additional responsibilities as the result of business and program necessity.

(iii)
The request shall only be used in cases of a justified change to a position caused by a gradual change in the scope of assigned responsibilities that are related to the primary role of the position.

(iv)
A reallocation request shall not be used to recognize the assignment of responsibilities on a temporary basis or for an individual to be assigned to a position in an acting capacity. 

(v)
The changed duties and responsibilities are in line with the ongoing and current responsibilities of the administrative/professional faculty position.

(vi)
The position must remain within the same functional area in the college. 

4.
Compensation:  The position incumbent shall be eligible for the issuance of a new Faculty Employment Contract.  Salaries will be adjusted as follows:


(i)
Upward Reallocation: If the salary is 

already above the new position 

range minimum, the faculty member 
may receive an increase of from 0 to 
10%.  For salaries not above the 
minimum, the percentage includes 
the amount required to bring the 
faculty member to the new position 
range minimum.  In all cases, the 
faculty member’s salary will be 
brought at least to the new range 
minimum.
 (ii)
Downward Reallocation The salary will at least be reduced to the maximum of the new position range and may be reduced up to 10%.  If the faculty member’s salary is not above the maximum of the new position range, the current salary will be reduced by 0 to 10%.
