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Middle Georgia State University partnered with the Carl Vinson Institute of 

Government at the University of Georgia (Institute of Government) to develop a new 

compensation strategy for their academic and administrative faculty. On average, 
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The Institute of Government gathered salary data from several sources in order to assess 
the compensation paid by comparable employers. One key source of salary survey data 
was from    the College and University Professional Association for Human Resources 
(CUPA-HR) !"#$%&'()*(+),-./(01$#"&)2*(3**$"%(4.52/&(6768. Further, the Institute of 
Government gathered data from peer institutions around the region to better understand 
the regional labor market for faculty and administrative positions. Table III displays the 
higher education institutions included in the peer comparison group of the Institute of 
Government’s Salary Survey. Additional salary data was gathered from the Bureau of 
Labor Statistics. 
 

For the CUPA-HR academic faculty salary survey, the Institute of Government paired 
each academic discipline compensation grouping with the appropriate Classification of 
Instructional Programs (CIP) for their grouping. The CIP is a 
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Lecturer 87 7 $60,839 $60,900 $62,287 $58,809 

New Assistant Professor 174 57 $70,000 $61,000 $72,963 $61,054 

Assistant Professor 645 277 $67,714 $61,054 $69,275 $62,152 

Associate Professor 904 302 $76,521 $69,813 $78,571 $70,864 

Professor 3,954 1,026 $93,752 $85,412 $101,183 $86,785 
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Instructor 17 $46,627 $53,295 $48,863 6.0 

Assistant Professor 18 $54,478 $60,375 $52,795 2.2 
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Lecturer Master's or Lower  $        39,400.00  $     39,364.00  $        49,982.00  
Lecturer Doctorate  $        43,340.00  $     43,300.40  $        54,980.20  
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For advancement in faculty rank, the minimum for an Associate Professor is a 20% 
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¥! The minimum for an Assistant Professor with a master’s degree or greater would be 
a 25% premium compared to the minimum for a Lecturer with a bachelor’s degree. 
 
For advancement in rank, the minimum for an Associate Professor is a 20% premium 
compared to the minimum for an Assistant Professor. In practical terms, the increase for 
a given faculty member would be less than 20%. They would have likely had some pay 
increases from their initial starting salary as an Assistant Professor, so when they are 
promoted to an Associate Professor, they would either receive a $3,000 pay increase or 
be placed at the minimum for the Associate Professor, whichever is greater. For 
promotion to full Professor, the faculty member would either receive a $5,000 pay 
increase or be placed at the minimum for Professor, whichever is greater. 
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Administrative faculty salaries are adjusted to 12-month rates for their compensation 
group with a review of market compensation levels. Notably, this study recommends that 
the administration review the administrative salaries to ensure that they are adjusted to 
capture issues of equity, organizational complexity, and any organizational restructuring 
which might occur.!
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Each faculty member was assigned to the appropriate faculty compensation category 
based on their rank and degree and their pay was set to the minimum for the compensation 
grouping at that level. Then, each faculty member’s salary was additionally evaluated 
based on their time in their current rank. This length of service was then used to adjust 
salaries to m
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pay. If their current pay was less than the calculated target, then their proposed target 
salary would be the sum of the minimum and their length of service adjustment. If a 
faculty member’s current salary was greater than the sum of the minimum and the length 
of service adjustment then the new target salary was the sum of their current salary and 
the length of service adjustment. This was calculated for all faculty and administrative 
faculty. 
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The Institute of Government estimated the cost to fully implement the new compensation 
strategy (new minimum salaries and longevity adjustments) for Middle Georgia State 
University. The estimated cost of implementation was based on raising the salary for 
academic faculty whose current contract salary is below the new minimum salary for 
their proposed classification up to the minimum for their discipline group together with 
a longevity adjustment to minimize salary compression. For those faculty whose current 
salary is already above the proposed minimum, they will be given a longevity adjustment 
to their current salary. For administrative faculty, the Institute of Government has 
identified target compensation levels and recommends that first faculty be assigned their 
minimum salary for their academic compensation group and then adjusted for longevity. 
The implementation plan covers academic faculty and administrative faculty at Middle 
Georgia State University. The estimated total cost to fully implement the proposed 
compensation strategy is $1,849,222.52.  
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Implementation of revised faculty pay structures often requires a multi-year 
implementation strategy. In this case, after consultation with administrators from Middle 
Georgia State University, the Institute of Government has recommended a phased 
implementation strategy to increase faculty salaries to the proposed levels for academic 
faculty and administrative faculty over more than one fiscal year. 
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In conclusion, the developed compensation strategy will produce several                 beneficial 
resultosr tvUy tyhv swVsUVvy tshI ;m n;;y  hv pwyUvvvp puI ;m n;;y s ;' k otr vUy oher vUy o r tCsUy olrsy




