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EXECUTIVE COMMITTEE 
RECOMMENDATION 

SR-93-94-52R{EC) 

To approve the attached document titled "EXECUTIVE POLICY BULLETIN NO. 5 
(INTERIM)" dated APRIL 28, 1993 concerning Guidelines for Salary Administration at 
Marshall University. 

FACULTY SENATE PRESIDENT: 

APPROVED --2 / 1 I /' 
BY SENATE: J)&-1,~ IA} 0-, ~ DATE: 

DISAPPROVED 
BY SENATE: ________________ DATE: ____ _ 

UNIVERSITY 

COMMENTS: 

Amended on the Senate floor to change the minimum amount for merit pay from 

$2,000 to $1,000. 
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EXECUTIVE POLICY BULLETIN NO. 5 (INTERIM) 
Aprfl 28, 1993 

Guidelines far Salary Administration 
at. 

Marshall University 

. --~----------

As an Institution of higher reaming Marshall University Is 
committed to salary polfcies which are fair and easily understood, 
reflect market conditions and provide for merit. The following 
policies reflect those commitmems. 

CLASSIFIED STAFF 

The university, as a part at the West Virginia higher education 
system, Is committed to a statewide, market-oriented, equitable 
system of classiflcatlon and salary administration. When funds are 
provided by the Legislature for cfassiffed salary Increases, with 
sufficient flexibility, Marshall University will have as Its first and 
foremost policy the full funding of the classiffed system before 
awarding any across the-beard-increases. 

NON-CUSSIFJED STAFF · 

The university Is committed to a· market-oriented, merit­
based system of salaries for its non-classified staff. When funds 
are available those principles will be followed In awarding salary 
Increases. 

FACULTY 

Marshall University's highest priority Is to provide the most 
equitable compensation possible to Its faculty. It recognizes the 
need to respond to dlfferentlal salary expectations of the various 
disciplines, the responsibHity to guarantee minimum salary 
schedules regardless of discipline, the Importance of rewarding 
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· uutiiiwujing perfom:ance, and the necessity of addressing Increases 
In costs of living which affect all members of the faculty, 

When the university secures funds that could be made available 
for salary Increases, without restrictions, those funds would be 
utilized to: Implement the minimum salary schedule (Yi\/ Stat, Code 
188-8-2); provide salary Increases which recognize disciplinary 
differences and adJust Inequitable pay, and provide salary Increases 
which reward meritorious performance. (Legislative restrictions on. 
salary Increases would be addressed first In any salary Increase 
process.} 

I. Promotions 

As promotion Is an Important fonn of recognition of 
meritorious perfonnance, the first aJlocatlon each year 
Will be to assure the mandated ten percent increase which 
comes with promotion In rank. 

fl. Minimum Salary Scbedufe. 

Those remaining funds available for salary Increases will 
be used to Implement the minimum salary schedule Wifh 
the goal of having all faculty being on the minimum 
schedule as prescribed by rank and years of service on a pro 
rata basis. Henceforth, after the 1993-94 academic year, 
this section Will not apply. 

Ill. Distributions to Recognize Dlscfplfne and Rank 
Differences and Adfust Inequitable Pay. 

Dis'tlibutions to Colleges, Schools and Departments. 

Nine tenths of the funds remaining after Implementation 
of Parts I and II above would be used to close the gap 
separating the Marshall average salaries from the Board of 
Trustees-approved peer group (see attachment A) average 
salaries by discipline and rank as provided by the Coflege 
and University Personnel Association (CUPA.) The funds 
would be distributed to all disciplinary groups In 
proportion to need, where need is defined as the amount 
necessary to be added to bring a discipline to the 
disciplinary average within the peer group. In some cases 
the average for the discipline would be calculated by college 
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and school with the d~an/dJrl!'cto_;t. aci:ing _Qn f.ac:u~ty 
rec:01lllllendation·-dealing With the· unit as a whole. 
. ..·· . _. .: ·, . ~-. 

Distributions within Dspartmams 

Continuing with the pJfncfpJe at dfacfplfna- and· rank· 
sensitfve salary allacatrana and nu:agnfzing the fact that 
the salaries al mast '8m11ty mambam ara aubstantfally 
below dfscfplfne pear avarag~ funds distributed ID· 
departments wm ba divided Into two pans ta address two 
kinds al needs. Ona part wmdd ba UIBd to help affevista 
possible past fnaquftfas and tba sacand would provide 
equal percentage mfsas wiUlfn 111a clacfpffnas. 

One-haft at all funds pravfdad umtar tbfa sadfan ahall be 
dlstrfbutad In an affmt ID aablave a mfnfmum of 9D 
percent at dlscfplfne avamgaa and Iba balance shaft be 
affaca:ted an a pra mtl1 basts. Na cffscfplfne shaB 18C&fve 
mare lban rao pan:ant al Ila paar avamga. until all disciplines 
are ac 100 percent of peer average •. 

IV. Dlstrfbutfans ta Reward Ulll'fimfaus Pertarmanca 

The ,amafnlng partfan. at · Iba ••ry funds would be 
dfstrfbuted ID degas and dap11a1:tmm11& to addnasS merit 
as fa1faws: Fintt. ane third al tbasa ramafnfng funds 
would be dfstrfbuted by tba daan In cmnsultatfan with 
department chairs. Secmtd each dapartment or school 
would dfstribute the other two tbfn:fa based an a faculty 
ccmmfttee raccmmendmfan. !1erit. atiiJ,"rds w_ill not be a_dded 
to the base salary a~ sh:S,11_ not b_'! les_;l. tha_n$ l, 000 · 

FACULTY COMPENSA"TICN POUCJES 

Aaditfonal Campensatfan Pa1fcy 

1. AddfHanal c:ampansatfan far nan-teaching 
respansibillHes may take· the farm af . reassigned t::fme as 
detailad In Executive P<illcy Builatfn Na. 1. mu :apt, fn same 
cfrcumstancas faculty members may c:hoase to negotiate 
with their fmmedfat~ supervisors far addftfonaJ 
compensation In lleu of. reassign~d time. 
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· --2. · Addttlonal compensation above and beyond a 
faculty member's base salary as a result of research 
contracts or other grants from the federal ·government, 
state government, foundations, private corporations or 
others may be appropriate. Approvaf of the president Is 
required. , 

3. Facufty mmtmara on sabbatfcm or other paid leave 
will not nannafly be-. ellgfble far addfUonaf compensation 
for research or adminfsbatfva duties. 

4. Additional compensation far a teaching overload 
fa pennissible, can~nt With universtty policy • 

' 
Faculty Salary Equity 

Marahaff· Unfv/inuty Is committed to fair· and 
equitable salaries fo~~ 118 faculty based an rank, discipline, 
years at experfence.;and pertannance. (Departments or 
schools may develop· and seek approval for an alternative 
to this definition for.,aqufty.) 

Faculty Salary Scf!_adules 
. . . ~ 

Marshall Unive~ ls commit.ad ta the full funding 
of the minimum faculiy salary schedule as auUfned In the 
West Virginia Cade (1.SB-8-2). Beyond the minimum salary 
schedule, Individual·: departments/schaafs/calleges may 
develop a salary system which ravofves arcund an average 
but talces Into acccwff mfnfmurn and mean/median salaries 
by discipline for assistant, associate and full professors. 
Such salary plans rq~ be based on CUPA-raported (or 
another approved source) dfscfpJfne salaries far the 
university's peer group and must raceive prior approval at 
the Vice President for Academic Affairs before 
lmplementatlon. 
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