Overview: Oregon TRIO Staff Compensation and Benefits Report

The Oregon TRIO Association (OTA) conducted a comprehensive survey to examine the
compensation and benefits landscape for TRIO professionals across the state. This initiative
was undertaken to provide actionable insights into salary benchmarks, benefit structures, and
employment trends, with the overarching goal of ensuring equitable and competitive
compensation for TRIO program staff. By establishing a robust understanding of the current
employment environment, this report aims to strengthen the capacity of TRIO programs to
recruit, retain, and empower their teams, thereby enhancing the delivery of vital educational
services to underserved communities in Oregon.

Purpose of the Survey

TRIO programs serve a critical role in advancing educational equity by supporting students from
low-income, first-generation, and historically marginalized backgrounds. Given the increasing
complexity of these programs and the diverse challenges faced by their staff, it is essential to
attract and retain skilled professionals who are both motivated and fairly compensated for their
work.

The TRIO Staff Compensation and Benefits Survey was designed to:

e Provide a detailed snapshot of current compensation practices, including base salaries,
fringe benefits, and additional perks across various TRIO roles.

e Create benchmarks that TRIO programs can use to evaluate their pay structures and
align them with industry standards.

e |dentify disparities or gaps in compensation practices to promote equity and consistency
across the state.

e Support TRIO programs in making informed decisions about their employment packages
to address recruitment and retention challenges.

Scope of the Survey

The survey captures data across multiple TRIO programs in Oregon, reflecting the diversity of
roles and responsibilities that exist within these federally funded initiatives. It gathered input on:

e Position Categories: Including administrative roles, advisors, directors, and assistant
directors.

e Compensation Details: Base salaries, full-time equivalent (FTE) rates, fringe benefits
percentages, and participation in the Oregon Public Employees Retirement System
(PERS).

e Years in Position: To correlate compensation with experience and longevity.



e TRIO Grant Funding: Analyzing how many grants each position draws funding from to
assess workload distribution and financial sustainability.

o Additional Benefits: Such as PTO, health insurance, retirement plans, and other perks
offered to TRIO staff.

The survey achieved participation from a wide range of TRIO programs across Oregon, offering
a comprehensive look at the workforce dynamics and compensation practices within the sector.

Importance of Compensation Benchmarking for TRIO Programs

Compensation benchmarking is a critical tool for TRIO programs to remain competitive and
mission-driven. Here’s why it matters:

1. Retention of Skilled Professionals: By offering fair and transparent compensation
packages, TRIO programs can minimize turnover and retain talented staff who drive
program success.

2. Equity in Compensation: Benchmarking ensures that compensation practices are
consistent across programs and aligned with industry standards, reducing disparities and
promoting fairness.

3. Improved Recruitment: Competitive salaries and benefits are essential to attracting
qualified candidates who are committed to the TRIO mission.

4. Sustainability: With a clear understanding of compensation trends, programs can
budget more effectively and advocate for sufficient funding from grantors and
stakeholders.

5. Support for Underserved Communities: A well-compensated and supported workforce
is better equipped to provide high-quality services, directly benefiting the students and
families TRIO programs aim to serve.

This report represents a step toward building a stronger, more sustainable foundation for TRIO
professionals in Oregon. By highlighting trends, opportunities, and challenges, it empowers
program administrators to make data-informed decisions that align with the needs of their staff
and the communities they serve.

Respondent Information
Total Number of Respondents

The survey received responses from a total of 126 TRIO professionals across Oregon,
providing a broad overview of compensation and benefits trends within the sector.




Director Salary Summary
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Director Salary Summary
2024 Min. Salary - 1 TRIO Grant
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Director Salary Summary
2024 Min. Salary - 2+ TRIO Grant

Max

$91,945.00

Min

$56,280.00

Mean

$72,953.68

Median

$66,247.00

£95,000.00

$£90,000.00

£85,000.00

£80,000.00

£75,000.00

£70,000.00

$65,000.00

$60,000.00

$55,000.00

Director Minimum Salary Ranges
2+ TRIO Grants

$91,945.00

$72,953.68

$66,247.00

$59,716.00

$56,280.00



Director Salary Summary
2024 Max Salary - 1 TRIO Grant
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Director Salary Summary
2024 Max Salary - 2+ TRIO Grant
Max $131,035.00
Min $62,000.00
Mean $98,044.85
Median $98,943.50

Director Maximum Salary Ranges

$130,000.00

$120,000.00

$110,000.00

$100,000.00

$90,000.00

$80,000.00

$70,000.00

$60,000.00

2+ TRIO Grant

$131,035.00

$118,630.12

$80,625.00

$62,000.00



Asst. Director Salary Summary

Base Salary | Fringe Benefits (%)
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Advisor Salary Summary

Base Salary | Fringe Benefits (%)
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Admin Salary Summary

Base Salary | Fringe Benefits (%)
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Institutional Commitments
Indirect Funds Allocation

e 25 programs reported not receiving their 8% indirect funds back from their grant entity.
e 10 programs indicated that they do receive their indirect funds, highlighting some
variability in institutional practices regarding indirect cost returns.

Additional Financial Contributions

e Of the 35 programs reporting additional financial contributions:
o The average contribution amount was $53,210, with a high standard deviation
($91,055), reflecting significant variability in institutional support.
o 50% of contributions were below $2,000, suggesting that many institutions
provide only minimal additional funding.
o The highest reported contribution was $330,000, indicating a substantial
investment by certain institutions.

Other Notes

e Unique observations recorded in the "Other" field include:
o Fringe Offset (noted by two programs), potentially indicating that institutions
cover additional costs associated with fringe benefits.
o One program noted providing TRIO scholarships, demonstrating an additional
form of direct student support.

Key Takeaways

1. Inconsistent Practices: The variability in indirect funds allocation and institutional
contributions suggests a lack of standardization in how institutions support TRIO
programs financially.

2. Minimal Support for Many Programs: While a few programs benefit from substantial
institutional contributions, most receive limited or no additional financial backing,
potentially creating inequities in program resources.

3. Innovative Contributions: Some institutions offset costs such as fringe benefits or offer
direct student aid (e.g., TRIO scholarships), which could serve as models for others.

Recommendations

e Highlight Best Practices: Showcase examples of robust institutional support (e.g.,
significant fringe offsets or scholarships) to inspire greater financial commitments.

e Seek Equitable Support: Use this data to advocate for equitable distribution of indirect
funds and additional contributions across all programs.




Conclusion and Key Takeaways

Key Takeaways

1. Compensation Insights:

Directors have the highest average salaries, reflecting their leadership roles, but
there is significant variability in pay across programs.

Administrative staff and Advisors earn lower average salaries, potentially
affecting retention and recruitment in these critical support roles.

2. Benefits Emphasis:

o

TRIO programs prioritize benefits, with fringe percentages ranging from 49.8% to
60.5% across roles, indicating efforts to ensure comprehensive support for
employees.

Innovative benefits such as fringe offsets and scholarships, although limited,
provide models for expanding staff support.

3. Equity Challenges:

Inconsistent practices in returning institutional indirect funds and additional
financial contributions create disparities among programs.

Some institutions provide significant support, while others contribute minimally or
not at all, impacting resource availability.

4. Recommendations for Improvement:

Advocate for standardized practices in indirect fund returns and institutional
contributions.

Address salary disparities by revisiting compensation frameworks for
administrative and advisor roles.

Explore innovative and non-traditional benefits to attract and retain talent.
Use this data to advocate for increased funding in grant proposals to ensure
programs can offer competitive and equitable compensation packages.

By addressing the identified challenges and opportunities, TRIO programs can build a stronger
workforce foundation, ultimately enhancing their ability to deliver transformative support to the
students they serve. This report serves as a tool for ongoing reflection, advocacy, and action
within Oregon’s TRIO community.
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