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Approve Fiscal Year 2021 Recommended Faculty Salary Distribution Plan 
 
RECOMMENDED ACTION 
 
It is the recommendation of President Cauce that the Board of Regents, pursuant 
to Executive Order 64: 
 

1. approve the Recommended Faculty Salary Distribution Plan for Fiscal 
Year (FY) 2020-21; and 
 

2. adopt the attached Board of Regents Resolution Regarding the Faculty 
Salary Distribution Plan for FY 2020-21. 

 
BACKGROUND 
 
Provost Richards submitted the attached Recommended Faculty Salary 
Distribution Plan for FY 2020-21. Pursuant to Executive Order 64, the Faculty 
Salary Policy (http://www.washington.edu/admin/rules/policies/PO/EO64.html), 
this plan was developed by the Provost in consultation with the Board of Deans 
and Chancellors and with the Faculty Senate Committee on Planning and 
Budgeting. The collaborative effort that went into the development of this plan, 
including the leadership and vision shown by faculty leaders as the University 
navigates these challenging times, is to be commended. President Cauce supports 
the plan and asks that the Board of Regent approve the plan and adoption of the 
attached Board of Regents Resolution Regarding the Faculty Salary Distribution 
Plan for FY 2020-21. 
 
 
Attachments 

1. Memorandum from Provost Richards to President Cauce regarding the 
Recommended Faculty Salary Distribution Plan for FY 2020-21, dated 
May 21, 2020 

2. Board of Regents Resolution Regarding Faculty Salary Distribution Plan 
for Fiscal Year 2020-21 

http://www.washington.edu/admin/rules/policies/PO/EO64.html


 

May 21, 2020 
 
MEMO: Recommended Faculty Salary Distribution Plan for FY 2020-21 
 
TO: Ana Mari Cauce, President 
 
FROM: Mark Richards, Provost and Executive Vice President 
 
As you know, each year the University of Washington decides upon a salary distribution plan for faculty, 
which can include regular merit, promotion awards, minimum salary adjustments, additional merit, unit 
adjustments, and retention increases. I have followed the process in Executive Order 64, including 
consulting with the Board of Deans and Chancellors (BoDC) and the Senate Committee on Planning and 
Budget (SCPB). I met with the BoDC on April 15 and the SCPB on April 20 to gather their input on criteria 
to be used in formulating the plan and their general thoughts on these issues. Among their most 
important stated criteria were affordability, fairness, parity among professional staff and librarians, 
supporting academic excellence, and maintaining our commitment to educating our students, as well as 
remaining respected citizens of the State of Washington at a time when many are suffering.  
 
Following these initial consultations and consistent with the criteria and feedback that I received from 
the BoDC and SCPB, I prepared a draft salary distribution plan for FY 20-21.   
This draft plan was shared with the BoDC and SCPB. Given the severe fiscal stress that the nation, state, 
and university face, I provided an explanation of the basis of the draft recommendation and also shared 
the financial information that I used in developing the draft plan. This was the best available information 
about the University’s fiscal situation at the time.  The BoDC (May 6) and SCPB (May 11) provided 
comment and feedback on the draft.  During the meetings general agreement was expressed with 
regard to the draft salary distribution plan, and no changes to the draft plan were requested. An 
additional one-week opportunity was available to provide written feedback, but no additional feedback 
was submitted. A May 13, 2020 memorandum from the State of Washington’s Office of Financial 
Management directing agencies to participate in an exercise to identify 15 percent operating budget 
savings options for FY21 was subsequently shared with the BoDC and SCPB.  
 
Based on this consultation process, and consistent with the criteria and feedback that I have received 
from the BoDC and SCPB, I submit for your consideration the following salary distribution plan for fiscal 
year 2020-2021: 
 

(1) The current budget situation does not support any allocation for regular merit increases. 
(2) The 10% promotion increase should be awarded as a matter of maintaining fairness and good 

morale among our faculty, especially our more junior faculty. 
(3) The minimum salaries for each faculty rank and title were determined last year after 

consultation with the BoDC and SCPB and should not be further adjusted. 
(4) The current budget situation does not support an allocation for additional merit. 
(5) The current budget situation does not support unit adjustments. 
(6) Limited retention adjustments may be permitted depending upon availability of funding and 

exercising extreme scrutiny, including a high standard for the demonstration of outside 
competitive offers. 

(7) In accord with the Faculty Code, annual faculty merit evaluation should proceed as normal, as 
these evaluations will remain important for maintaining consistency and fairness in future merit 
cycles. 
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My first priority has been to consider regular merit and promotion awards to current faculty. Under the 
current budget situation, it is not fiscally prudent to recommend merit increases for all faculty. The 
recommendation not to provide merit increases and unit adjustments is not undertaken lightly, but has 
been widely and emphatically supported in consultations with the BoDC and SCPB due to the possibility 
of potentially extreme budget shortfalls in the coming years. The recommendation to provide promotion 
awards is also widely supported, and in fact has limited overall budget impact relative to typical merit 
allocations. Maintaining the possibility of retention adjustments is a permissive provision, but I will be 
asking deans and chancellors to continue to submit proposed retention offers with strong justification to 
the provost’s office for approval. As with promotion increases, the funding for limited retention 
increases has minimal overall budget impact relative to typical merit allocations, and funding for some 
retention increases may be available from sources unaffected by the current crisis. While not a specific 
aspect of the salary distribution plan, there was widespread support among the BoDC and SCPB to 
emphasize that, even recognizing logistical difficulties due to the present crisis, it is important not to 
interrupt the annual cycle of faculty performance evaluation. 
 
This salary distribution plan is different from previous years; however, at this time of severe fiscal stress 
and uncertainty, it is consistent with the criteria and priorities that were provided during my 
consultations with the BoDC and SCPB. Other related responses to the unprecedented times we find 
ourselves in include restrictions on hiring and other expenses to only those deemed essential to 
supporting our instructional, research, and clinical missions. 
 
I am proud of the BoDC and SCPB for the manner in which they worked with me to develop these 
recommendations. In these challenging times they rose to the occasion to provide important 
consultation and guidance. I very much appreciate their commitment to the University and our faculty, 
librarians, staff, and students.  
 
I am in awe of our faculty who have demonstrated, by their abrupt and remarkable transition to remote 
instruction this spring quarter, a true commitment to serving our students and community. Despite the 
above recommendation for no regular merit increase, I am nonetheless proud of our faculty’s 
contributions to the University, state, nation and world. This is truly a world class institution because of 
them. 
 
 

  

B-6.1/206-20 
6/11/20

Page 2 of 2 



 

University of Washington 

Board of Regents 

Resolution Regarding the Faculty Salary Distribution Plan 

for Fiscal Year 2020-21 
 

WHEREAS, the world is facing a global pandemic that has caused 

enormous suffering, death, financial hardship, and ongoing financial uncertainty; 

WHEREAS, the State of Washington is currently in a state of emergency; 

WHEREAS, the State of Washington and the nation are currently seeing 

record levels of unemployment; 

WHEREAS, the State of Washington’s Office of Financial Management 

has directed agencies to participate in an exercise to identify 15 percent operating 

budget savings options for Fiscal Year (FY) 2021; 

WHEREAS, the University has already experienced a significant decline 

in revenue, and anticipates decreasing funding from the State and other sources to 

support the University’s budget and mission; 

WHEREAS, the Board of Regents recognizes the hard work of the faculty 

during this challenging time and the importance of competitive compensation; 

WHEREAS, the President has proposed a salary distribution plan 

considering the allocation categories provided for in the Faculty Code and 

Executive Order 64 and following input from the Provost, the Board of Deans and 

Chancellors (BoDC), and the Faculty Senate Committee on Planning and 

Budgeting (SCPB); 

WHEREAS, against this backdrop of severe fiscal stress and with 

continuing financial uncertainty, the Board of Regents deems it necessary for the 

financial health of the institution to exercise its authority to eliminate minimum 

equal-percentage merit salary increases to faculty for the 2020-21 academic year 

following recommendation by the President and Provost. 

NOW, THEREFORE, BE IT RESOLVED: That the Board of Regents: 

1. Approves the recommended faculty salary distribution plan for FY 2020-

21, as follows: 

a. The current budget situation does not support any allocation for 

regular merit increases. 

b. The 10 percent promotion increase should be awarded as a matter 

of maintaining fairness and good morale among our faculty, 

especially our more junior faculty. 
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c. The minimum salaries for each faculty rank and title were 

determined last year after consultation with the BoDC and SCPB 

and should not be further adjusted. 

d. The current budget situation does not support an allocation for 

additional merit. 

e. The current budget situation does not support unit adjustments. 

f. Limited retention adjustments may be permitted depending upon 

availability of funding and exercising extreme scrutiny, including a 

high standard for the demonstration of outside competitive offers. 

g. In accord with the Faculty Code, annual faculty merit evaluation 

should proceed as normal, as these evaluations will remain 

important for maintaining consistency and fairness in future merit 

cycles. 

2. Directs that this resolution shall prevail over any other University policies, 

rules, or codes or regulations to the extent they may be inconsistent, 

including the Faculty Code and Executive Order 64. 

3. Directs that a copy of this resolution be provided to the faculty. 
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