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Background.  The compensation model for assistant and associate deans as described herein is intended to establish a competitive system consistent with national trends for regional institutions like Western.  It is patterned after the compensation model for department heads, but is intended to recognize the additional work and responsibilities of assistant and associate deans.

Contracts. Assistant and associate deans’ contracts may range between 10 and12 months depending upon the needs of the college as determined by the dean.  Summer pay will be a full month salary of the AY base.  They will also be granted an annual stipend as described in the paragraph below.  Contracts will also include a conversion factor to recalculate the 9 month academic base salary should the appointee return to the faculty.  See the paragraph on “Returning to the Faculty” below. 

Stipends.  Stipends are annual amounts added on top of the administrative salary to reflect the increased responsibilities of assistant and associate deans and their level within the academic administration.  The annual administrative stipend will range from $5,000 to $10,000 in increments of $500.  The size of the stipend will be recommended by the dean and approved by the provost and will be based upon the magnitude of the job responsibilities within the college.  Contracts of less than 12 months will prorate the stipend.

 Internal and External Assistant and Associate Dean Salaries.   WCU may hire assistant and associate deans from within the faculty ranks or from the outside.  These procedures should be used for both types of hires.   Since compensation depends upon a base salary as well as a stipend, the dean must estimate the base salary and stipend for external hires to determine a salary figure.  Salaries will need to reflect competitive and equity standards both within and outside of the university.  The dean will evaluate the calculated value and adjust the salary against internal salaries of other assistant/associate deans and external disciplinary salaries as reflected in national data sources such as CUPA.  Once the dean receives approval of the salary range from the provost,  the dean may negotiate a salary with the candidate.  When the salary figure is settled upon, it will become the individual’s administrative base salary (not to be confused with a 9 month base faculty salary) and will not be disaggregated.   

Total Compensation.  Once a total dollar figure is determined for the assistant and associate deans, it is treated as a single salary and becomes their administrative base salary and will not be disaggregated for annual salary increases via merit pay.  

Merit Pay.  Assistant and associate deans shall be eligible for merit pay.  The percentage of merit applied to their total salary shall be based upon both their administrative and faculty (AFE) evaluation weighted by their proportional assignments in each area.   The administrative evaluation will be approved by the Council of Deans and will be consistent with university practice.  

Administrative/Teaching Assignment.  Assistant and Associate deans will typically teach at minimum two classes a year, including summer. Variations from this assignment due to special circumstances (e.g. preparing for accreditation) must be approved by the provost.  Assistant and associate deans may teach one extended campus course per year for extra pay with the approval of the dean but are ineligible to teach overloads funded through the general fund (resident credit or distance).

Returning to the Faculty.   When assistant and associate deans return to a faculty position, their salary will be converted to a 9-month base by a conversion factor that is determined at time of hire.  The conversion factor will be entered into the special conditions portion of the contract.  The factor is the percentage required to reduce the 12 month salary to the original 9 month base determined by dividing the 9 month academic base by the administrative salary.  It typically ranges from .60 to .65, but the actual factor is a function of the relationship between the size of the faculty AY base salary and the administrative salary (prorated faculty AY base to 10-12 months plus stipend).  Should this calculation be necessary, the dean will evaluate the new base against other faculty salaries within the department considering rank and experience and the long term contribution of the individual to the success of the college.  The base salary may be adjusted upward or downward by the dean with the approval of the provost, but will not be lower than the original base salary at time of hire as adjusted by the cumulative average salary increase while serving as assistant/associate dean.  
Transition Period.  No current assistant or associate dean whose contract is for a similar period shall receive a reduction in compensation as a result of implementing these procedures.  

