School of Medicine

UNIVERSITY OF COLORADO
ANSCHUTZ MEDICAL CAMPUS

EXECUTIVE COMMITTEE MINUTES
Tuesday, February 20, 2024
10:00 AM
Hybrid Meeting

ATTENDANCE

MEMBERS:

John J. Reilly, Jr., MD, Dean, School of Medicine, and Chair

Yuri Agrawal, MD, MPH; Venu Akuthota, MD; Merlin Ariefdjohan, PhD, MPH; Maryam Asgari, MD, MPH,;
Leslie Berg, PhD; Evalina Burger-Van der Walt, MD; Vineet Chopra, MD, MSc; Stephen Daniels, MD, PhD; C.
Neill Epperson, MD; Heide Ford, PhD; Casey Greene, PhD; Vesna Jevtovic-Todorovic, MD, PhD, MBA,; lhab
Kamel, MD, PhD; Brian Kavanagh, MD, MPH; Kevin Lillehei, MD; Wendy Macklin, PhD; Naresh Mandava,
MD; Myra Muramoto, MD, MPH; Nanette Santoro, MD; Connie Savor Price, MD, MBA; Richard Schulick, MD,
MBA; Ron Sokol, MD; Ann Thor, MD; Ken Tyler, MD; Richard Zane, MD

GUESTS:

Scott Arthur; Stephanie Baker; Suzanne Brandenburg, MD; J. Gary Brown; Peter Buttrick, MD; Thomas
Campbell, MD; Karen Chacko, MD; Geoffrey Connors, MD; Jessica Cordova; Mark Couch; Lotte Dyrbye, MD,
MHPE; Stephanie Farmer, MHA; Shelly Fortner; Anne Fuhlbrigge, MD, MS; Michael Harris-Love, PT, MPT,
DSc; Patrick Henn, MD; Venus Mann; Dan Matlock, MD; Becky McGowan, MBA; John Moore; Colleen Moya,;
Elizabeth Muscatello; Chanthy Na; Michael Narkewicz, MD; Olawunmi (Wunmi) Ogunwo, JD; Miriam Post,
MD; Judy Regensteiner, PhD; Marian Rewers, MD, PhD; Carol Rumack, MD; Nathan Schoppa, PhD; Faisal
Siddiqui, MD; Brian T. Smith, MHA; Jeffrey Soohoo, MD; Alexander (AJ) Stein, MBA, Linda van Dyk, PhD

APPROVAL OF MINUTES

The January 16, 2024, meeting minutes were unanimously approved.

DEAN’S UPDATES

e Geoffrey Connors, MD, associate professor of medicine in the Division of Pulmonary and Critical Care
Medicine, has been named associate dean for graduate medical education and Designated Institutional
official, effective May 15. Dean Reilly thanked Carol Rumack, MD, who has held the position for the past
32 years.

e Twenty-one faculty members were inducted into the inaugural Clinical Excellence Society.

DISCUSSION ITEMS

School of Medicine Faculty and Resident Survey Results
Lotte Dyrbye, MD, MHPE, Sr. Associate Dean of Faculty & Chief Well-being Officer
See attached slides.

School of Medicine HR Update
Olawunmi “Wunmi” Ogunwo, JD, Director of Human Resources
See attached slides.



FY25 Research Services Laboratory Sciences Update

John W. Moore, Associate Dean for Administration and Finance

Olawunmi “Wunmi” Ogunwo, JD, PHR; SOM HR Director

See attached slides.

Faculty Senate Updates:

Patrick Henn, MD, Faculty Senate President and Assistant Professor of Pathology

e Cheryl Welch presented on the Faculty Survey
e Olawunmi Ogunwo, JD, and Lisa Landis presented on CU’s FAMLI program
e Rebecca Massey gave legislative updates

Affiliate Updates from VA and Denver Health:

Faisal Siddiqui, MD, Associate Chief of Staff—Academic Affiliations, VA

e The VA currently has a hiring pause; however, trainees are not affected and will continue to be
funded.

Connie Savor Price, MD, MBA; Chief Medical Officer, Denver Health and Hospital Authority

¢ Denver Health Foundation Gala is Saturday, April 6 at the Hyatt Regency Denver.

EXECUTIVE SESSION

APPROVAL ITEMS

A. The faculty appointments and promotions were unanimously approved.
B.  The clinical appointments and promotions were unanimously approved.
C. The emeriti appointments (2) were unanimously approved.



>

_ EEOE N (T
EEREEr e eny [ e
1

Thrive: Ofﬁces for the FaCU|ty Experience *  Office for Faculty Affairs

*  Office for Faculty Relations

SCHOOL OF MEDICINE +  Office for Faculty Development
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Overall
Response Rate

59.4%

* Clinical survey, 58%
e APP, 57%
e LMHP 65%
e MD, 66%
 Residents, 56%
e Scientist + Nonclinical
survey, 65%

Survey closes 2/20/24

Surgery (N = 448)
Psychiatry (N =411)
Pediatrics (N = 1403)
Orthopedics (N = 214)
ObGyn (N =200)
Medicine (N = 1247)
Family Medicine (N = 242)
Anesthesia (N = 407)
Radiology (N = 180)
PMR (N = 118)
Pathology (N = 136)
Otolaryng (N = 96)
Ophthalmology (N = 82)
Neurosurgery (N =94)
Neurology (N =170)
Emerg Med (N = 132)
Rad Onc (N =41)
Physiology (N =19)
Pharm (N =27)

Immu Micro (N = 43)
Dermatology (N = 58)
Cell Dev (N =29)
Biolnform (N = 50)
Biochem (N = 38)

20.0

% Response Rate 2/15/24

30.0 40.0 50.0

Goal

The departments
with the highest
response rate in
each category will
receive $25 per
respondent to

support
departmental
efforts to
improve well-
being

80.0 30.0 100.0



All Faculty Survey
Timeline

s £ all faculty & resid Data sharing, Dept. WBL listening sessions, Project implemented using established quality and
urvey of all faculty & residents improvement opportunities prioritized process improvement methods
March - April July
° ° °
Jan. 2024 May-June August

Analyze results & distribute unit-level reports

Mtg. with WBLs & Dept. leadership team 2/29-5/7 Its shared with all facul
SOM Executive Mtg. March 19 Survey results shared with all faculty, June

SOM Townhall April 12
Other stakeholder groups *

Improvement project collaboratively designed

@l Thrive: Offices for the Faculty Experience

SCHOOQL OF MEDICINE

* Other groups: MECQ (ACMO, UCH), Faculty Senate, GMEC, CLC, POMC, RAC, SOM/CU Med Admin

UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



Shared Organizational Framework

Stanford Model of Professional Fulfillment

Control over schedule Operational efficiencies

Peer support Task distribution
« Emphasizes the importance of action focused Perceived Gratitude Culturs Efficiency Patient data availability
Value Alignment of of EHR hassles

on organizational culture and structural

factors related to the clinical and research Fraisasiany
. . .. . . Fulfillment

environment, in addition to cultivating

personal resilience.

Wellness Practice

Personal
Resilience

Copyright © 2016 Board of Trustees of the Leland Stanford Junior University. All rights reserved

Meaning

@l Thrive: Offices for the Faculty Experience
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Moving Forward Using Science

Healthcare i i
prOfeSSIOOal We“'-b.emg Home About Membership Information  Contact Us
PWAC Academic Consortium _—

Background

The NAM launched the Clinician Wel

Collaborative in 2017 to reverse trends in health worker burnout. In October 2022, the NAM

released the National Plan for Healtt /ell-Being to drive collective action to strengthen health workforce well-being and restore

the health of the nation, as more nurses, physicians, and public health employees than ever are poised to leave their professions.

Driving innovative
advancement of healthcare

Now we invite you to take the next step in the health
workforce well-being movement

professional well-being.

CHANGE

MAKER /M|

The Healthcare Professional Well-being Academic

Become an NAM Change Maker Today

Consortium (PWAC) connects academic-affiliated medical

centers that share a commitment to healthcare

professional well-being

Centers for Disease Control and Prevention

The National Institute for Occupational Safety and Health (NIOSH)

* QI Science re, | [VAOSH'
- Work Design Science e i
« Management Science
: - : Y l«"‘! Impact
« Human-centered design processes ‘ & Wellbeing

= \ | Building a system where
. healthcare workers thrive.

ODean Mitchell/Getty Image:



Dept WBL, Dept.
Improvement

System-level Strategic Efforts
Leader, Dept Chair,

T el & other
stakeholders meet

MAYO SPECIAL A 2020 2021/2022
CLINIC MAYO CLINIC PROCEEDINGS —
Ty

Y Dpt |1

Organization-Wide Approaches to Foster (@ Dt 16
Effective Unit-Level Efforts to Improve ons

Clinician Well-Being

Tait D. Shanafelt, MD; David Larson, MD, MBA; Bryan Bohman, MD;
Rachel Roberts, MD; Mickey Trockel, MD, PhD; Eva Weinlander, MD; Jill Springer;
Hanhan Wang; Sherilyn Stolz; and Daniel Murphy, MD

Abstract

2023;98(1): 163-180

Health care delivery organizations are positioned to have a tremendous impact on addressing the

variables in th
mized, can prq
clarity on how
While such t
improvement

(department, d
needs of differ
Overcoming tk
require a systel
they establish
application any
address the un
address many
necessary Lo s)

occupational distress and that, when opti-
tions are committed to this work and have
1 provide resources for individual clinicians.
sential for success, many of the specific
. local challenges at the work unit level
of how to address variability and the unique
tion for many health care delivery systems.
ignize that unit-specific improvement efforts
atline 7 steps for organizations to consider as
al well-being and provide a description of
tic medical center. Such unit-level efforts to
on at the work unit level have the ability to
cian well-being. An enterprise approach is
n.

& 2022 THE AUTHORS. Published by Elsevier Inc on behalf of Mays Foundation for Medical Education and Research. This is an open access arficle under

Professional fulfillment scores - standard deviations to US physicians

regularly to work
on joint efforts

T Stanford favorable to benchmark

e ot S O SN

04 -

i Stanford unfavorable to benchmark

2020

|\ V SRR

2021/2022
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Departmental Action from the 2022 Survey

& Iym Sed

Organizational culture Work optimization Faculty & Leadership Connection &

Development Collegiality

Recognition & Email reduction Faculty development Book club
appreciation In-basket Leadership pipe”ne Peer Suppt()-)lrt
Equity Mini pilot grants Coaching DOM@Table

o : ) Social events
Transparent OR/clinic scheduling Mentoring
communication Check out specialist
Work life Unanticipated event
integration algorithm

@]’ School of Medicine

UNIVERSITY OF COLORADO

ANSCHUTZ MEDICAL CAMPUS

Innovation thinktank

Funded Departmental Well-
being Leaders launched
~ 20 new initiatives




Action from the CU SOM 2022 Survey

Organizational
culture

* Changes to paid
parental leave

* New faculty
recognition
programs

» New processes to
manage
allegations of
unprofessional
conduct

@]‘ School of Medicine

UNIVERSITY OF COLORADO
ANSCHUTZ MEDICAL CAMPUS

Work optimization

Prioritized initiatives to -

redesign clinical

systems that highlight -

the importance of
protected time for
non-face-to-face
patient care & inform
pilot programs to
align work to
modern practice
demands

2]

Faculty &
Leadership
Development

New leader
onboarding

New mid-career
leadership program,
Refresh of the
Academy of Medical
Educators,

Pilot of web-based
coaching for faculty
Financial support for
the Mentoring
Academy

g =

Reduce clerical Advocacy

workload

CMS
Verbal orders in
ambulatory settings
Telehealth

Launch of initiatives to
re-examine annual
reviews and
promotion dossiers,
improve travel
approval processes,
reduce e-mail burden,
and



School of Medicine
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Why Recognition?

“Invest in Our People” is one of the 5 AMC Strategic
Initiatives (2021 -2026)

“Create both monetary and non-monetary
recognition and rewards programs.”

AMC Campus Workplace Survey indicates that
employees want more recognition for the work they do.

Employees who feel appreciated and valued are more
engaged continue to work hard, strive for new goals
and are invested in the organization’s success.

Request from 2022 DFA Retreat for a school-wide
recognition program.




The Cost of
Attrition

On average, it costs 6-9 months of an
employee’s salary to replace them. When employees feel valued and appreciated at

Replacing an employee can cost 50-60% of work, they are more likely to work harder,

their annual salary, with overall costs ranging generate innovative ideas, and collaborate
from 90-200%. better across teams.

The Opportunity

Additional costs are incurred when resources
have to be redirected toward recruiting,
onboarding and training new hires.

Engaged employees are less likely to leave their
jobs and are 14% to 18% more productive at

work.
High turnover rates also impact culture,
employee morale, productivity, engagement, Low-engaged teams endure turnover rates that
and profitability. are 18% to 43% higher than highly engaged
Compensation is a factor, but it is not the only teams.

reason people leave CU. 76% of faculty and
71% of staff leave for reasons other than
compensation.



The ROI of Retention

A 3% decrease in staff turnover in one year would save:

4,000 staff employees retain + 120 employees per year

$60,000 average salar
J saEl $3,600,000
50% cost to replace

Reducing turnover by one person
in your department can save

$30,000! (wow!

@I School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS




“CU Celebrates!” Components

Social Feed

Customizable social feeds designed to
engage employees and leaders

Allows broad visibility for recognized
employees

Allow for multiple types of
recognition
Welcoming new employees
Peer-to-peer recognition
Leader-to-employee recognition

Milestones (e.g. 1, 5, 10, 15-year
anniversaries)

Birthdays

As a challenge/incentive (uploading flu
shot, completing training, etc.)

Rewards tailored to
employees
Employees choose from a variety of

merchants/experiences and choose the

reward they desire

£ A

Enhanced & on-demand
reporting capabilities
Easily access reports & metrics
Effectively measure engagement



“CU
Celebrates!”
Model &
Funding

All SOM faculty and staff can give and receive
recognition (~10,000 users)

SOM staff* are eligible to receive points and redeem
for rewards. (1 point = $1.00)

SOM Dean’s Office will fund the set up and 50% of
subscription fee and future administration (FTE) costs

~70% annual redemption rate anticipated

Up to $100 per employee per year spend —
department funded

* DFAs, DAs and Dean’s Office executive leaders are excluded



7)) Winter 2023 f}) July 2023

Overview of “CU Celebrates!”
Recognition Program Initiative

Research recognition Executive Committee Begin program design
program options and approves recognition Work out IT/data needs
vendors. program concept

plan

Decide program specifics
Design communications

YOu
ARE
HERE,

@ April 1, 2024

Soft Launch
(recognition only)

B

: SOM HR forms cross- :
~ functional committee i
I RFP process !
SOM Senior Associate ! !
Deans approve concept | .
and funding model. | :

C/ Spring 2023 ) Fall 2023

Vendor selection
Contracting

School of Medicine

UNIVERSITY OF COLORADO ANSCHUTZ MEDICAL CAMPUS

Program design and

implementation

launch
Testing

6 Feb-Mar 2024

1
1
1
1
1
1
1
Communication plan !
1
1
1
1
1

Full program launch!



Finalize plan design, customization and data flow

Departmental budgeting
Next Steps... Program testing
Begin communication campaigns to drive adoption
Training for department administrators, supervisors and employees
Celebrate Launch!

UNIVERSITY OF COLORADO ANSCHUTZ MEDICAL CAMPUS

@T School of Medicine Recognition and Anniversary points will be enabled on July 1, 2024









B

Definitions & Terms

Annual Merit Compensation Pool and Process A.K.A. Labor Planning Process or Table 1 Process

The annual/bi-annual process of evaluating employee compensation to include merit/performance-based
increases, equity evaluations, market adjustments and other compensation related reviews and adjustments

CU Board of Regents (BOR) evaluates and approves the merit and other compensation pools annually
Effective July 1st (Staff & Faculty) & January 1st (Faculty)

Salary/Compensation Range
Salary range is a tool used by employers to determine the minimum and maximum salaries for a particular job
It is used to ensure that employees are paid fairly and equitably for their work

It also helps employers to budget for salaries and to ensure that they are not overpaying or underpaying
employees

Staff Salary Range Adjustments

SOM HR and/or Campus HR (CHR) conduct compensation analyses and evaluate university staff salary ranges
annually

When supported by the compensation analysis and approved by Campus leadership some or all of the university
staff salary ranges may be adjusted up or down accordingly on an annual basis

These adjustments are effective on the 15t day of the fiscal year (July 1st)

School of Medicine

UNIVERSITY OF COLORADO ANSCHUTZ MEDICAL CAMPUS



Definitions & Terms (cont)

Salary Range Minimum
The lowest salary rate assigned to a salary range

Salary Range Midpoint
The salary rate that represents the middle of a salary range

Salary Range Maximum
The highest salary rate assigned to a salary range

Bring to Minimum Salary Adjustments

The process that is completed after a salary range adjustment to increase the salaries of
employees whose salaries fall below the new minimum of their salary range and to
increase their salaries to align with the new minimum rate of the salary range

@I School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



Definitions & Terms (cont)

Salary Range Penetration

Salary range penetration shows where an employee's current salary falls in relation to
their salary range. A range penetration of 0% = the minimum of the salary range, 50% =
the midpoint of the salary range, and 100% = the maximum of the salary range.

Job Family

Standardized job families and levels have been created for all University Staff (non-
classified) professional level positions. There are 15 job families covering a range of
traditionally accepted career fields.

Sub-function A.K.A. Sub-family

Subfunction within a Job Family. E.g., Laboratory Sciences, Clinical Sciences as the
subfunctions under the Research Services job family

@I School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



Overview of Recent Staff Compensation
Initiatives

") December 2021 f}) July 2022 @ January 2023 @ September 2023

Phase 1 of Research FY23 Annual
Personnel Initiative Compensation Process

FY23 CU Anschutz
Compression Initiative

FY24 CU Anschutz
Compression Initiative

* Phases 2 & 3 of

Research Personnel * Market Analysis &

Initiative Update of Staff Salary ' FY25 Annual

* Market Analysis & | Ranges | Compensation Process
Update of Staff Salary ' Collection & Review of * FY24 Annual ' (pending Board of Regent
Ranges - ~3,400 staff resumes Compensation Process ' approval)

C/ April 2022 C) Fall 2022 6 July 2023 @ July 2024

@ School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



Staff Salary Range
Update Facts

Market analysis is conducted annually for
university staff and classified staff roles

Evaluated to ensure AMC alignment with market
and to support retention and recruitment efforts

Salary ranges are updated and made effective
the beginning of each fiscal year (July 1)

University Staff ranges are evaluated by Campus
HR and Classified Staff ranges are evaluated by
the State of Colorado

Salary range updates are applied to all campus
constituents uniformly and based on job code
and subfunction

Similar to prior years, the SOM Dean’s Office is
partnering with Campus HR to ensure that the
university staff salary range updates for FY25
are shared with DFAs in March 2024




FY25 Labor Planning / “Table 1” Timeline

.Axiom Labor

Planning (i.e.

Table 1)
Opens

« 3/18/24

Labor Plans
Due

« 4/26/24

Axiom
Budget
Planning
Process

« 5/28/24 —
6/21/24

‘ Effective

date of
Labor
Plans

« 7/1/24

* FY25 Staff
Minimum
salary range
adjustments
also
effective on
same date
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University Staff Job Families & Sub-functions

e Academic Services

e Facilities

e Health Care

e Research Services

School of Medicine

UNIVERSITY OF COLORADO ANSCHUTZ MEDICAL CAMPUS

Academic

Services

Admissions

Advising

Faculty Affairs

Financial Aid

Graduate
Education

Business
Administration

|| Business Project
Management

Business
Compliance

Clinical
Sciences

Information
Sciences

— Pre/Post Award

Innovation/Tech
Transfer

Instructional
Design

Laboratory
Sciences

Regulatory
Compliance



University Staff Sub-functions / Job Families

Salary Ranges are Established by Job Family, Sub-function and Level

Clinical
Sciences

Information
Sciences

~

Pre & Post
Award

( )

| | Laboratory
Sciences

| Regulatory
Compliance

PROGRAM DIRECTOR
PROGRAM MANAGER

PROFESSIONAL

Job Family

Sub-function

Sr.

Professional
Job Level




Compensation Considerations

State of Colorado’s recent aggressive compensation strategies
FY24 - Significant salary range adjustments
FY24 - 5% Across the Board (ATB) salary increases
FY24 - Increased Shift & Differential pay components
FY25 - Proposed salary range adjustments
FY25 - Proposed Step Pay Program
A step system that is based on an employees time in their role and where employees would reach the
midpoint of the salary range after 10 years in their role
CU AMC Minimum Wage Adjustment to $18.00 per hour ($37,440 annually)

3.9% Inflation
Consumer Price Index — January 2024
Over the last 12 months, the all items index increased 3.1 percent before seasonal adjustment.

@I School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



Compensation Considerations

Department of Labor Bureau - 8:30 a.m Chart 2. 12-month percent change in CPI for All Urban Consumers (CPI-U), not seasonally adjusted, Jan. 2023 - Jan. 2024
' B Percent change
(ET) Tuesday, February 13, 2024 7

* The Consumer Price Index for All Urban 6
Consumers (CPI-U) increased 3.1 percent
over the last 12-months (not seasonally
adjusted).

» The index for all items less food and
energy rose 3.9 percent over the past 12
months. The shelter index increased 6.0 3
percent over the last year, accounting for

over two thirds of the total 12-month
increase in the all items less food and
energy index. > Al items —o—e—o-  Al|items less food and energy

https://www.bls.gov/news.release/pdf/cpi.pdf

Jan'23 Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec Jan24

@ School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS


https://www.bls.gov/news.release/pdf/cpi.pdf

Colorado Compensation Considerations

Unemployment rates for the nation and selected Average weekly wages for all industries by county Over—the—year change in the prices paid by urban 12-month percent change in rent of primary residence, selected areas,
areds Denver area, second quarter 2023 p—LV; D her 2023
(U.S. = $1,332; Area = $1,567) consumers for selected categories ecem

Unemployment rates

12-month percent change in CPI-U, November 2023 L
United States Miami-Fart Lauderdale-West Palm Beach, FL
Bre

~Gilpin | Adams 60 4.5 40 Urban Hawaii
Denver area _ Clear Creek defferson 4.0 31 i 29 San Diego-Carlshad, CA
’/ 20 20 k... Riverside-5San Bernardino-Ontario, CA
Adams Co. / Douglas Elbert ' - i
o ‘ Boston-Cambridge-Newton, MA-NH
Arapahoe Co. (rates T ‘ 0.0 ‘ ' ' Houston-The Woodlands-Sugar Land, TX
[ -2.0 Atlanta-Sandy Springs-Roswell, G&
D Co.
enverte = 1$1,099 or less 40 Philadelphia-Camden-Wilmington, PA-NJ-DE-MD
T71$1,100 - $1,299
[——— 1$1,300 - $1,499 60 Tampa-St. Petersburg-Clearwater, FL
! ’ | B $1:500 o mare Allitems Food Eneré3'4 seattle-Tacoma-Bellevus, WA
0.0 20 a0 M Denver area U.S. city average Baltimore-Columbia-Towson, MD
Dec-22 W Dec-23

Source: U.S. BLS, Local Area Unemployment Statistics. Source: U.S. BLS, Quarterly Census of Employment and Wages. Source: U.S. BLS, Consumer Price Index. 1.5, city average
Chicago-Naperville-Elgin, IL-IN-WI
U.S. Bureau of Labor Statistics Average annual spending and percent distribution Detroit-Warren-Dearborn, M|
Denver Area Economic Summary for selected categories Urban Alaska

Updated February 07, 2024 AT
https://www.bls.gov/regions/mountain- Average annual expenditures, United States and Phoenix-Mesa-Scottsdale, AZ
plains/summary/blssummary_denver.pdf Denver, 2021-22 5t. Louis, MC-IL
100% $13,187 $12,168 Dallas-Fort Waorth-Arlington, T

'y el
80%

Los Angeles-Long Beach-Anaheim, CA

60% !9 876 !3,3 18 MNew York-Mewark-Jersey City, NY-NJ-PA

40% — Denver-Aurora-Lakewood, CO

20%
0%

Denver-Aurora-Lakewood, CO

Percent change: 4.8%
Minneapolis-5t.Paul-Bloomington, MN-WI

San Francisco-Oakland-Hayward, CA

Denver United States
All other items Washington-Arlington-Alexandria, DC-VA-MD-WW

M Personal insurance & pensions
B Healthcare 0.0% 2.5% 5.0% 75% 10.0% 12.5%
Food
M Transportation
W Housing
Source: U.S. BLS, Consumer Expenditure Survey.

Bureau of Labor Statistics, U.S. Department of
Labor, The Economics Daily,
L. https://www.bls.gov/opub/ted/2024/rent-of-primary-
School of Medicine residence-in-miami-area-rose-10-1-percent-over-
the-year-ended-december-
2023.htm (visited February 14, 2024).

UNIVERSITY OF COLORADO ANSCHUTZ MEDICAL CAMPUS



https://www.bls.gov/regions/mountain-plains/summary/blssummary_denver.pdf
https://www.bls.gov/regions/mountain-plains/summary/blssummary_denver.pdf
https://www.bls.gov/opub/ted/2024/rent-of-primary-residence-in-miami-area-rose-10-1-percent-over-the-year-ended-december-2023.htm
https://www.bls.gov/opub/ted/2024/rent-of-primary-residence-in-miami-area-rose-10-1-percent-over-the-year-ended-december-2023.htm
https://www.bls.gov/opub/ted/2024/rent-of-primary-residence-in-miami-area-rose-10-1-percent-over-the-year-ended-december-2023.htm
https://www.bls.gov/opub/ted/2024/rent-of-primary-residence-in-miami-area-rose-10-1-percent-over-the-year-ended-december-2023.htm

2. Colorado
Percentage Increase in Prices Since January 2021: 12.0%
Total Inflation Costs: $1005

o
E Co n o m IC » Beautiful landscapes and high mountains make Colorado an attractive place to live.
» According to consensus reports, the average housing costs in the state stand around

I n d icato rs $1,282 to $2,309 per month.

* https://www.insidermonkey.com/blog/5-states-with-highest-inflation-rates-in-the-us-
1233831/?singlepage=1

12-month percent change in rent of primary residence, selected areas,
County Unemployment Rates December 2023
December 2023 i
Miami-Fort Lauderdale-West Palm Beach, FL
Urban Hawaii
San Diego-Carlsbad, CA

Riverside-5an Bernardino-Ontario, CA

Moffat 3.2 Lerimer2.8 Phillips 1.8 .
Routt2.4 Boston-Cambridge-Newton, MA-NH

Houston-The Woodlands-Sugar Land, TX

Atlanta-Sandy Springs-Roswell, GA

Washington2.3 Yumal8 Philadelphia-Camden-Wilmington, PA-NJ-DE-MD

Rio Blanco 2.5 - -
ampa-5t. Petersburg-Clearwater, FL

e ;
Garfield Aropahos 3.2 Seattle-Tacoma-Bellevue, WA

ffersonfS.1

Baltimore-Columbia-Towson, MD

cuglas 3 Kit Carson 1.6 U.S. city average

Elpert2.7 Chicago-MNaperville-Elgin, IL-IN-WI

Park2.8
Lincoln 2.7 -
1L Detroit-Warren-Dearborn, MI
pller

Mesa3.5 Deita 3.9

ElP2s033 Cheyenne 2.0 Urban Alaska

Phoenix-Mesa-Scotisdale, AZ

Rio Grande 4.7

A FrEmorcs Kiowa 1.8 St. Louis, MO-IL
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Economic
Indicators

 The S&P Corelogic Case-
Shiller Home Price Indices

are the leading measures of U.S.

residential real estate prices,
tracking changes in the value of
residential real estate in 20
metropolitan regions.

Chart 1. Over-the-year percent change in CPI-U, Denver-Aurora-Lakewood, CO,
January 2021-January 2024
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Source: U.S. Bureau of Labor Statistics.
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Economic Indicators

— Consumer Price Index for All Urban Consumers: All kems Less Food and Energy in U.5. City Average
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Economic Indicators

State Unemployment Rates

Select Date | D=cemoer 2023

State: Colorade
December 2023
Unemployment Rate: 3.4%
Unemployment: 109,569
Labor Force: 3,249,321
= Labor Force Participation Rate 68.4%
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CU Anschutz Research Services Laboratory Sciences
Current Salary Ranges (FY24)

Research Services Family
ucc lob Levels - LABORATORY
CODES | Job Codes SCIENCES FY 2024
Min 40th Mid Max

R5LR2480 2480 DIRECTOR 92,883 118,147 124 463 156,043
R5LR2481 2481 AS50CIATE DIRECTOR 78,950 100,425 105,794 132,637
R5LR2482 2482 ASSISTANT DIRECTOR 70,422 89,577 94,366 118,309
R5LR2483 2483 PROGRAM DIRECTOR 70,422 89 577 94, 366 118,309
R5LR2484 2484 MANAGER 61,8594 78,729 82,938 103,981
R5LR2485 2485 PROGRAM MAMNAGER 59,418 75,580 79,620 99,822
RSLR2486 2486 PRINCIPAL PROFESSIONAL 56,942 72,430 76,303 05,663
RS5LR2487 2487 SENIOR PROFESSIONAL 49,515 62,983 66,350 83,185
R5LR2488 2488 INTERMEDIATE PROFESSIOMNAL 45,801 58,259 61,374 76,946
R5LR2489 2489 ENTRY PROFESSIOMAL 42,088 53,536 56,398 70,707

@ School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



Research Services Laboratory Sciences Range Adjustments

SOM is proposing to CU AMC leadership the following adjustment:

Research Services Laboratory Sciences: Increase Entry level minimum to $45,000 and build structure up;

overall structure increase of 6.9%
Impact: 256 employees fall below proposed range minimum
S$415,949 annually (adjusted for FTE)

2025 RANGE | 2025 RANGE | 2025 RANGE
UCC JOB CODE [JOB TITLE MINIMUM  [MIDPOINT |MAXIMUM
RSLR2480 2480 DIRECTOR 99,309 133,075 166,840
RSLR2481 2481 | ASSOCIATE DIRECTOR 84,412 113,113 141,813
RSLR2482 2482 | ASSISTANT DIRECTOR 75,294 100,894 126,495
RSLR2483 2483 PROGRAM DIRECTOR 75,294 100,894 126,495
RSLR2484 2484 MANAGER 66,176 88,676 111,176
RSLR2485 2485 PROGRAM MANAGER 63,529 85,129 106,729
RSLR2486 2486 PRINCIPAL PROFESSIONAL 60,882 81,582 102,281
RSLR2487 2487 | SENIOR PROFESSIONAL 52,941 70,941 88,941
RSLR2488 2488 |INTERMEIDATE PROFESSIONAL 48,970 65,620 82,269
RSLR2489 2489 |ENTRY PROFESSIONAL 45,000 60,300 75,600

@ School of Medicine
UNIVERSITY OF COLORADC ANSCHUTZ MEDICAL CAMPUS



FY25 Laboratory Sciences Salary Range Update
Timeline

January 2024 - April 2024 .

B

School of Medicine

UNIVERSITY OF COLORADO ANSCHUTZ MEDICAL CAMPUS

« SOM DO » Dean & SAD * FY25  Labor Planning * Bring to
conduct review of University Staff submissions Minimum
compensation Laboratory Range due back from salary
analysis for Science updates units adjustments
salary ranges options shared with effective 7/1/25
within purview (2/1 3/24) DFAs Labor Planning
SOM DO * Research Labor Planning compensation
propose salary Advisory & adjustments
range updates Council (RAC) compensation effective 7/1/25
as applicable executive review

leaders review processes for
of options staff & faculty
(2/8/24) begins
« Campus
leadership
review
(2/13/24)
« SOM
Executive
Committee
Update
(2/20/24)
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