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Participant Overview
Total Participants: 145
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Public
39.73%

Private
60.27%

INSTITUTION FUNDING

Doctoral
41.10%

Masters
19.90%

Baccalaureate
23.30%

Associates
15.10%

Other
0.60%

CARNEGIE CLASSIFICATION
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Hiring Freezes
Q: Has your institution instituted a hiring freeze?
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38.40%

54.30%

7.20%

No Yes Yes, announced with an end date

Only 30% of institutions were considering a hiring 
freeze in late March.

By late April, about 60% have already 
implemented hiring freezes.

Critical positions will continue to be filled.
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The Impact on Staff Positions is Considerable

13.60%

49.20%

37.10%

My institution has launched staff furloughs

My institution is considering staff furloughs

My institution is not considering staff furloughs

6.80%
37.90%

55.30%

My institution has launched staff layoffs
My institution is considering staff layoffs

My institution is not considering staff layoff

5.30%
43.50%

52.70%

My institution has eliminated staff positions
My institution is considering eliminating staff positions

My institution is not considering eliminating staff positions

FURLOUGHS

LAYOFFS

REDUCTIONS IN FORCE
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Faculty are Less Likely to be Furloughed

3.80%

13.00%

83.20%

My institution has launched faculty furloughs

My institution is considering faculty furloughs

My institution is not considering faculty furloughs

• Of the 13% considering furloughs, adjunct, part time and full time are all at risk

6



MARSH

Faculty are Less Likely to be Laid Off

1.50%

14.60%

83.80%

My institution has launched faculty layoffs

My institution is considering faculty layoffs

My institution is not considering faculty layoffs

• 24% of participating Masters institutions are considering layoffs
• 6% of participating Baccalaureate institutions are considering faculty layoffs
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Reductions in Force - Faculty

1.50%

18.50%

80.80%

My institution has eliminated faculty positions

My institution is considering eliminating faculty positions

My institution is not considering eliminating faculty
positions

• Adjuncts and part time faculty positions are the most likely to be considered for elimination
• Full time faculty are not entirely off limits, but these positions will be examined on a targeted basis
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Redeploying Staff
Q: Is your institution redeploying staff who are in jobs that cannot be performed remotely?
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12.12%

30.30%

2.27%

23.48%

31.82%

Yes, opportunities are being reviewed on an institution-
wide basis

Yes, opportunities are being reviewed on a
department/division basis

Only asking for volunteers for redeployment

Under consideration

No
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Student Workers
Q: Are you continuing to pay student workers?
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31.25%

3.91%

31.25%

33.59%

Pay continues only for Federal Work Study students
whether working or not

Partial pay for the remainder of the semester whether
working or not

Full pay through the remainder of the semester whether
working or not

Only if work can be accomplished remotely
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Compensation Strategies
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3% 3%

14%

21%

6% 8%

36% 34%
37%

11%
6% 6%6%

2% 4%

Executives Faculty Staff

Reduced hours with prorated pay Pay reductions, no reduction in hours

Pay Freeze Variable Pay/Bonus cuts

Other compensation reductions, please describe
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Supplemental Pay
Q: Has your institution implemented supplemental payments to hourly workers
who cannot perform their jobs?
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37.90%

62.10%

Yes

No
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Benefits Strategies
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18% 16%

51%

12% 11%

41%

3% 3%
10%

3% 2%
8%

4%

13%

28%

14% 13%

39%

5% 5%

14%

Executives Faculty Staff

Reduced employer retirement contributions Revised leave policies

Significant changes/reductions to health and welfare programs Reduce tuition benefits

Offer early retirement program Review physical and mental health strategies

Reduce or review other benefits (please describe)
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Benefits
Q: Are furloughed employees able to continue their benefits?
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80.50%

9.80%

9.80%

Yes, no changes Yes, with modificaitons No
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Summer Semester
Q: Has your institution made a decision about the summer semester?
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74.60%

7.14%

12.70%

5.56%

Yes, we plan continue with the summer semester
online

Yes, we have cancelled the summer semester and
all summer programs/events

No decision made yet

Not applicable, our institution does not have a
summer semester
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Fall Semester
Q: Has your institution made a decision about the fall semester?
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0.79%

7.14%

0.00%

92.06%

Yes, but we have decided to continue classes only
online for the fall semester

Yes, we will go forward with a normal fall semester
(students on campus)

Yes, we have decided to cancel the fall semester,
and hope to resume normal programing in January

2021

No decision has been made yet



MARSH

Future Initiatives
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35.50%

29.80%

55.40%

28.10%

34.70%

66.90%

85.10%

Full review of our current benefit programs

Assessment of the current approach to faculty positions (tenure
track, full time non-tenure track, adjuncts, etc.)

Examination of academic programs offered

Assessment of skills, knowledge and competencies of incumbents

Assessment of skills, knowledge and competency requirements for
jobs

Administrative business process reviews

Strategic workforce analysis, examining headcount, positions,
department structures, etc. to determine the optimal staffing model
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Emerging Trends
COVID-19: The economic side of the response

Confirm Institution 
Resiliency

Institutions quickly activated emergency responses as pandemic accelerated.  Most feel comfortable they’ve got their people and 
internal operations covered.  Some may struggle to manage their business risks, solve student return issues, and absorb immediate 
demand shocks (e.g., What if we face 20% reduction in our workforce?)

Engage 
Communities

Many of the issues that institutions face may require community (local, regional, national or global) responses to address 
demand and work with governments/regulators to rebuild stakeholder trust and calm fears.

Prepare for 
Long Haul

Pandemic continuity plans will get institutions through the next month or so, but they may need strategies to ride out a full academic 
year of disruption if we have a resurgence. (Can we minimize disruption the next time? Where can we reduce costs to sustain 
ourselves? Can we be more amenable to remote working for some jobs?)

Move to 
Digitization 
Rapidly

If China’s experience is any indication, there will be a massive acceleration to digital channels that may leave some institutions 
behind.  Higher education had to rapidly go digital, even if rudimentary, at the onset of the outbreak and it is unlikely to completely 
return to the traditional learning environment (How can we rapidly build our online presence? What are the highest priorities to serve 
demand?)

Reassure 
Stakeholders

Constituent concerns need to be understood, mapped, and rapidly addressed (e.g., Can students return to campus, and what does 
that look like for residences, teaching, research, activities and athletics?  What will it take to get both students and parents 
comfortable and address fears? How can we differentiate our brand in a crisis?)

Model Financial 
Scenarios

Institutions should begin modeling demand across a number of scenarios and identify interventions (e.g., What if students accept
online courses, but expect a tuition reduction? How can you manage variable and fixed costs?)
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Back to 
Normal

First Year Intensive Split Curriculum Low Residency

A Late Start Graduate Students 
Only A Block Plan HyFlex Model

Move Fall
to Spring Structured Gap Year Modularity Modified Tutorial

Students in Residence
Fully 

Remote

Emerging Trends
Modeling Demand: How students might return

Targeted 
Curriculum

Scenarios by:  Edward J. Maloney (Georgetown University) and Joshua Kim (Dartmouth College)
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Emerging Trends
Considerations for HR

Respond Return Reinvent

• Return-to-school 
strategies, including 
online programming

• Return-to-work 
protocols, safety 
policies,  digitized work 
opportunities

• Student and employee 
experience monitoring 

• Continued financial 
management 

• Telemedicine and other 
work enablers  

• Productivity and metric 
realignment 

• Executive plan design 
adjustments 

• Law & policy guideline 
changes

• Student ad colleague 
health and safety 

• Emergency response
• Communication
• Cost containment and 

cash flow protection 
• Digital enablement and  

data security

• Learning continuity 
plans

• Alternative work 
schedules, furloughs 
and job redesign, as 
well as discontinuity 

• Investment and 
governance strategy

• Organizational redesign 
• Talent acquisition and 

alignment 
around  “employer of 
choice” for re-hiring 

• Health & benefits that 
can deliver in the next 
crisis

• Sustainability as an 
organizational purpose 

• HR Redesign and 
digitization of support 
services

• Stress testing and 
scenario analysis

As we navigate these unchartered waters we find ourselves dealing 
simultaneously with a health crisis, a digital crisis and an economic crisis.
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Strong leadership in a crisis is the truest test of performance.
But what is appropriate in a time when so much is at stake?
• Payouts

– Reduce pay base and incentive amount
– Delay payment or stretch out over period of time
– Add or expand discretionary component

• Governance
– Establish a “crisis period” governance

- More frequent special Board meetings to examine status and update strategy
- Guidelines for transitioning back to “non-crisis goals” and adjusting as necessary
- Create multiple partial-year plans, setting new “reinvent” goals once the academic calendar and student enrollment is better 

understood (i.e., 10/1)

• Goals and Performance measures
– Streamline goals to cover only most critical priorities
– Reward executives in the future through leadership transformation
– Set more frequent measurement periods to allow for realignment in a rapidly changing situation (“earn-and-bank” approach)

Emerging Trends
Considerations for Executive Compensation
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What we are hearing
Publicly announced actions as of 5/5/2020

Institution Action
Ashland University • Reductions for ~400 employees on a graduated scale based on pay level

• Effective 6/1/2020 for administrative staff; effective with fall term for faculty

Baylor University • Decisions on merit increases postponed until 1/1/2021
• Retirement contribution decreased from 10.8% to 8%

Boston University • Pay for President and Provost reduced 20% and 10% for Deans and VP's for 2021

Hampshire College • 50% voluntary pay cut for President

Harvard University • 25% pay cut for President, Provost and EVP
• Deans, vice presidents and vice provosts will either have salaries cut or contribute to a fund for 

employees experiencing hardship

Iowa State University • $3M collectively for athletic coaches and other staff members 

Lehigh University • Early retirement to staff (minimum length of service of 10 years and age+service = 75 as of June 30, 
14% of employees eligible)
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What we are hearing
Publicly announced actions as of 5/5/2020

Institution Action
Massachusetts Institute 
of Technology

• 20% cut for President and Provost, directed into fund for employees experiencing financial hardship
• Other senior leadership are contributing to the fund (amount not specified)

Michigan State 
University

• 2%-7% based on salary levels for executives, through June
• 10% pay cut for President

Missouri State 
University

• 20% cut for President and 10% for Leadership
• 65 full-time staff reduced to 2/3rd pay

Monmouth University • 25% cut for President and10% cut for cabinet members for at least 6 months (starting 4/15)

Northwestern University • Salary freeze for all faculty and staff

Oregon State University • Donating a portion of annual salary to athletic department: 7% of salary for Head Coaches and up to 
5% for athletics executives

Penn State University • 10% voluntary contributions by President to employee/student assistance funds (also asked of all 
senior leaders)

• ~2,000 employees reduced to 50% pay (primarily Office of Physical Plant and auxiliary units)
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What we are hearing
Publicly announced actions as of 5/5/2020

Institution Action
Quinnipiac University • 3% cut for those making $50,000 or less, 5% cut for all other faculty and staff (including leadership), 

effective 4/1-6/30
• Merit increases eliminated for academic year 20-21

Smith College • 20% voluntary pay cut for President
• 5%-20% voluntary pay cuts for all Vice Presidents 

Southern Methodist 
University

• Intending to support 2% merit increase budget effective June 1 for faculty and staff
• President, VPs, deans, and the AD will not receive an increase

Stanford University • 20% pay cut for President and Provost
• 5%-10% for other senior administrators

Temple University • 10% reduction in pay for Leadership (Officers, Deans, President’s advisors) beginning in May
• 5% pay cut for non-bargaining employees and salaries over $100,000

Texas Christian 
University

• 10% pay cut for President
• 10% voluntary pay cuts for 15 highest paid employees and Cabinet
• All raises deferred until 1/1/2021 and dependent on economic conditions
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What we are hearing
Publicly announced actions as of 5/5/2020

Institution Action
Tulane University • Salary merit freeze for all faculty and staff

University of Arizona • 17% pay cut for employees paid over $150,000

University of Louisville • 2% cut for those making $100,000-$199,00, 5% for $200,000 - $299,000, and 10% for over $300,000
(effective 4/1 to “at least” 6/30)

• Athletic Director forgoing bonus for this year and next year

University of Minnesota • ~200 senior leaders taking pay cut equivalent to a 1-week furlough
• President and her cabinet will take an additional 10% cut starting next fiscal year

University of Missouri • 10% pay cut from 5/1-7/31 for presidents, chancellors, school leadership, deans, and senior 
leadership, may increase to 15%

University of New Haven • Temporarily reducing pay for all faculty and staff
• Elimination of university contribution to retirement plans

University of Oregon • 12% cut for President, effective for 6 months
• 10% for vice presidents and athletic director, effective for 6 months
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What we are hearing
Publicly announced actions as of 5/5/2020

Institution Action
University of Rochester • Senior leadership (including medical center) salary reductions up to 18% as of May 1 

• Eliminated merit increases for faculty and staff for FY 2021

University of Southern  
California

• 20% pay cut for President
• 10% for Provosts, Senior Vice Presidents, and Deans

University of Tulsa • 5-20% voluntary pay cut for leadership

University of Virginia • 10% pay cut for leadership team 
• Freeze of merit increases for next fiscal year

Valparaiso University • 30% voluntary pay cut for President
• 2% pay cut for employees making more than $48,000, pay cut percentage increases as salary 

increases

Vanderbilt University • Salary merit increases deferred until further notice
• Launching a short-term voluntary staff departure incentive program

Wake Forest University • 10% voluntary pay cuts for President, Cabinet, Academic Deans and all Head Coaches
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What we are hearing
Publicly announced actions as of 5/5/2020

Institution Action
Washington State • 5% voluntary pay cut for President, Director of Athletics, Head Football Coach, and Men's Head 

Basketball Coach
• President and all coaches foregoing 2020-2021 bonuses

Western Kentucky 
University

• 10% voluntary pay cuts for athletic director, men's head basketball coach, and football coach
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Q&A
To submit a question, click on the Q&A button on 
the bottom of your screen.

If your question is not answered during today's 
program, someone from Marsh will respond as 
soon as possible.
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Managing COVID-19 Risks

Visit our Pandemic Risk Hub on marsh.com for the 
latest from Marsh and other Marsh & McLennan 
businesses, including our new report on COVID-19 
insurance coverage, claims, and risk management 
considerations.
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