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Introduction��

Despite budgetary challenges, K-State remains a destination of choice for students, 
faculty, and staff from Kansas and beyond. The university recently attained Research I 
status in the in the Carnegie Classification  of Institutions of Higher Education. The 
university also received the high undergra duate enrollment profile classification. In 
August 2015, Princeton Review ranked K-Stat e as No. 4 for happiest students, No. 5 for 
student love of their college and best-run co lleges, and No. 6 for best quality of life. K-
State is listed among the nation’s best 
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in FY 2014 and 2.0% merit increase at the beginning of FY 2015, which were 
entirely funded by tuition increases and internal budget reallocations.  

3.��
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Charge��and��Scope��
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�x�� Address only 9-month base salaries, not full compensation packages 
- �� Compensation beyond salaries is a complex equation, as it is very difficult to 

attain and compare information. 
�x��
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Within these limitations, the intent of the ta sk force was to develop tools and strategies 
that could be implemented for all regular facu lty appointments as defined in section C10 
of the University Handbook . 
 

Faculty��Salary��Targets��for��2017�æ2019��

Targets were established with the goal of  positioning the University to achieve a 
sustained Top-50 public research universi ty ranking in a least one K-State 2025 
benchmark (Total Research Development Expenditures, Endowment Pool, National 
Academy Members, Faculty Awards, or Doctorates Granted). As can be seen in Table 1, 
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annually. This translates to an additional in vestment to the base budget of over $4.6 
million annually over the next 3 years. Fi gure 2 depicts the tenured and tenure-track 
faculty salaries if the FY 2016 increases are continued for FY 2017-2019, which would 
result in lost ground to our 2019 target. It
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Current efforts need to be sustained to rewa rd faculty financially in conjunction with 
promotion. In essence, this is the most eleg ant merit pool available. It rewards faculty 
for sustained excellence. Furthermore, it ha s a very well defined process, and rigorous 
assessment in its application. 
 
Regular, non-tenure-track: 
Important steps have been taken to recognize the vital role of regular, non-tenure-track 
faculty by creating new professional titles and providing tiered ranks that can used for 
professional advancement (similar to tenure-t
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Recently, K-State used internal reallocation as a means to fund salary increases for faculty. In 
short, internal reallocation is the process where central administration has required a 
percentage of the general use budg
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