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(Revised Effective July 1, 2005)

The Schools of Dentistry, Medicine, Nursing and Public Health (“HSC Schools”) benefit from an infusion of extramural funds. The HSC Schools expect faculty to include salary support on grants and contracts when appropriate to their discipline and faculty work assignment.  While some baseline of extramural funding is expected for many HSC faculty, obtaining funds in excess of that baseline is the objective of this plan.  This document outlines an incentive plan to encourage faculty to achieve additional extramural funding. 

A broad definition of eligible grants and contracts will be used during the first two years of this plan.  Afterward, the plan will be evaluated to determine the appropriate qualifying awards and contracts.  Eligible sources during the first two years are grants and contracts that equal or exceed the offsite Facilities and Administrative rate (currently 26%).  For junior faculty (Instructor and Assistant Professor), all extramural grant sources with salary release will qualify.

The incentive plan is funded from realized salary recovery.  These funds are controlled by the Deans of the HSC Schools.  In recognition of faculty success, the Deans will provide an award that will be paid either as a twelve-month supplement or as an equivalent dollar value return to lab budgets. Faculty may choose between these two options. 
For the School of Medicine (SOM) the incentive policy is as follows:

In order to be eligible, faculty must meet the following criteria:

1. Recover the component of one’s salary, “expected portion from grants,” which should be clearly stated in written form by the chair.  Faculty must ask for a written statement from their chair regarding salary expected from grants prior to requesting an incentive award supplement.  
2. Recover an additional 25% of “total compensation” (i.e., base salary plus supplement), or 50% of the annual work assignment percentage in research, whichever is greater.  This additional percentage is referred to as the “SOM baseline expectation.” 
The incentive award will equal 50% of the salary recovery that exceeds the “expected portion from grants” plus the “SOM baseline expectation.”  The remaining salary recovery funds will be returned to the department chair to support research activities.  Faculty members eligible for the incentive award must notify their department chair whether the award should be made as a supplement or as an addition to a lab budget.  Any faculty member desiring to participate in this incentive plan must notify his/her department chair of the intent to participate in the plan.
If a faculty member receives a research incentive supplement, and is then awarded an additional grant with salary release, the “total compensation” used to calculate an additional incentive supplement will include the amount of the initial research incentive supplement.  

Research incentive awards are renewable annually assuming the faculty member continues to qualify. 
______________________________________________________________________________
Some may assert that this plan is detrimental to faculty who have heavier teaching requirements, especially those that have taken a heavier load to free up another faculty member’s research time. To remedy and address this issue, 20% of the amount equal to excess returns to the department generated by this incentive plan will be set aside to be used to create financial teaching awards.
EXAMPLES

	Annual Salary

 (A12)
	Salary Paid from 

Non-Grant Funds
	Salary Paid by

 Grants
	Incentive

Award 
	Return to Department

	$100,000 

(example #1)
	$100,000

($0 expected portion from grants)
	$25,000
	$0
	$25,000

	$100,000 

(example #2)
	$100,000

($0 expected portion from grants)
	$50,000
	$12,500
	$37,500

	$100,000 

(example #3)
	$75,000 

($25K expected portion from grants)
	$25,000
	$0
	$0 

	$100,000 

(example #4)
	$75,000

($25K expected portion from grants)
	$50,000
	$0
	$25,000

	$100,000 

(example #5)
	$75,000

($25K expected portion from grants)
	$75,000
	$12,500
	$37,500


Explanations for these examples:
(#1) The faculty member is bringing in 25% of the annualized base but no more. This is the SOM baseline expectation and therefore no award is given.

(#2) This same faculty member with the entire base covered by non-grant funds ($0 expected portion on grants) is bringing in 50% of her salary on grants. She would get $12,500 as a research incentive award. The first $25,000 covers the SOM baseline expectation, the excess $25,000 is divided, half to the faculty member ($12,500) and half to her department ($12,500 plus the $25,000 SOM baseline expectation). 

(#3) The faculty member is expected by her chair, as part of her base compensation, to bring in $25,000 from grant or other extramural funding sources. She is doing that but no more, and thus no incentive award is given. All of her salary on grants is used towards actual base and so the department does not get anything either. 

(#4) The faculty member is covering the part of her base expected portion from grants as specified by the chair, but in excess of that, she is bringing in another 25%. The department gets the excess 25%, but because that is the SOM baseline expectation, the faculty member gets no incentive award.

(#5) The faculty member is covering her base ($25,000 expected portion from grants by the chair) and she is covering the baseline expectation of the SOM ($25,000) but she is also bringing in an extra $25,000 beyond that. Here the incentive award is available and the faculty member gets 50% of the extra $25,000, resulting in a $12,500 incentive supplement (the department keeps the other $12,500 as well as the initial $25,000).  Her salary would increase by $12,500 due to the research incentive award and be maintained as total university compensation as long as the faculty member continues to support 50% of total university compensation with extramural funds.
�Add:  Following the discussion at Medical Council yesterday I will be changing the School of Medicine expectation for salary recovery for all faculty from 25% of their total compensation as now stated, to a minimum of 25% of their total compensation or  50% of their annual work assignment percentage in research, which ever is higher. Thus all faculty will be expected to secure 25% of their compensation if they would like an incentive payment and, for example, a faculty member with 80% research will be expected to recover at least 40% of their salary on grants before becoming eligible for an incentive. Departmental bars can be above this baseline expectation. Individual contracts can set bars above this baseline expectation. 





However since the policy was not written that way for this year,  I can, and will, honor the way they were written for this year.  However, we will be adding to the offer letter an additional note that the policy is changing and that the School of Medicine expectation is increasing July 1, 2005 and so the supplement will be affected at that time. 








